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AGENDA 

Cherry Street Plaza  
626 8th Avenue SE  

School Employees Benefits Board 
July 18, 2019  
9:00 a.m. – 1:30 p.m.  
Sue Crystal Rooms A & B  Olympia, WA  98501 

  Call-in Number:  1-888-407-5039   Participant PIN Code:   60995706   

9:00 a.m.* 
Welcome and 
Introductions 

Lou McDermott, Chair 

9:05 a.m. Meeting Overview 
David Iseminger, Director 
Employees & Retirees Benefits (ERB) 
Division 

Information 

9:10 a.m. 
Approval of January 24, 
2019 Meeting Minutes 

TAB 3 Lou McDermott, Chair Action 

9:15 a.m. 
June 12, 2019 Board 
Meeting Follow up 

TAB 4 
David Iseminger, Director 
ERB Division 

Information/ 
Discussion 

9:20 a.m. 
Uniform Medical Plan (UMP) 
Plus 

TAB 5 
Ryan Ramsdell, ERB Division 
Emily Transue, MD, Associate Medical 
Director 

Information/ 
Discussion 

9:45 a.m. Medical Plan Service Areas TAB 6 
Lauren Johnston, SEBB Senior 
Account Manager, ERB Division 

Information/ 
Discussion 

10:10 a.m. 2020 Rates Overview TAB 7 Megan Atkinson, Chief Financial Officer 
Information/ 
Discussion 

11:00 a.m. Break 

11:15 a.m. 
SEBB Program Default 
Plans 

TAB 8 
Marcia Peterson, Manager 
Benefits Strategy and Design Section 

Information/ 
Discussion 

11:40 a.m. Public Comment 

12:00 p.m. Break 

12:15 p.m. Executive Session 

1:30 p.m. Adjourn 

*All Times Approximate

http://www.hca.wa.gov/
http://www.hca.wa.gov/
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The School Employees Benefits Board will meet Thursday, July 18, 2019, at the Washington State Health 
Care Authority, Sue Crystal Rooms A & B, 626 8th AVE SE, Olympia, WA.  The Board will consider all 
matters on the agenda plus any items that may normally come before them.  
 
Pursuant to RCW 42.30.110(1)(l), the Board will meet in Executive Session to consider proprietary or 
confidential nonpublished information related to the development, acquisition, or implementation of state 
purchased health care services as provided in RCW 41.05.026.  The Executive Session will begin 
at 12:15 p.m. and conclude no later 1:30 p.m.  

No "action," as defined in RCW 42.30.020(3), will be taken at the Executive Session. 

This notice is pursuant to the requirements of the Open Public Meeting Act, Chapter 42.30 RCW. 
 
Direct e-mail to:  SEBboard@hca.wa.gov.   
 
Original materials posted at:  https://www.hca.wa.gov/about-hca/school-employees-benefits-board-sebb-
program by close of business on July 15, 2019. 
 
Revised materials have been posted at: https://www.hca.wa.gov/about-hca/school-employees-benefits-
board-sebb-program. 

http://www.hca.wa.gov/
mailto:SEBboard@hca.wa.gov
https://www.hca.wa.gov/about-hca/school-employees-benefits-board-sebb-program
https://www.hca.wa.gov/about-hca/school-employees-benefits-board-sebb-program
https://www.hca.wa.gov/about-hca/school-employees-benefits-board-sebb-program
https://www.hca.wa.gov/about-hca/school-employees-benefits-board-sebb-program
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SEB Board Members 

 
Name  Representing 

 
Lou McDermott, Deputy Director         Chair 
Health Care Authority 
626 8th Ave SE 
PO Box 42720 
Olympia WA  98504-2720 
V 360-725-0891 
louis.mcdermott@hca.wa.gov 

 
 
Sean Corry         Employee Health Benefits Policy  
Sprague Israel Giles, Inc. and Administration 
1501 4th Ave, Suite 730 
Seattle WA  98101 
V 206-623-7035 
sean.corry@hca.wa.gov 
 
 
Pete Cutler         Employee Health Benefits Policy  
7605 Ostrich DR SE and Administration 
Olympia WA  98513 
C 360-789-2787 
pete.cutler@hca.wa.gov 

 

 
Patty Estes  Classified Employees 
PO Box 76 
Eatonville WA  98328  
C 360-621-9610 
patty.estes@hca.wa.gov 

 

 
Dan Gossett Certificated Employees 
603 Veralene Way SW 
Everett WA  98203 
C 425-737-2983 
dan.gossett@hca.wa.gov 

 

 
 

 
 

http://www.hca.wa.gov/
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SEB Board Members 

 
Name  Representing 

 
Katy Henry 
Spokane Public Schools Certificated Employees 
200 North Bernard 
Spokane WA 99201 
V 509-325-4503 
katy.henry@hca.wa.gov  

 

 
Terri House Classified Employees 
Marysville School District  
4220 80th ST NE 
Marysville WA  98270 
V 360-965-1610 
terri.house@hca.wa.gov 
 

 
Wayne Leonard Employee Health Benefits Policy 
Assistant Superintendent of and Administration 
   Business Services (WASBO) 
Mead School District 
608 E 19th Ave 
Spokane WA  99203 
V 509-465-6017 
wayne.leonard@hca.wa.gov 
 
 
Alison Poulsen Employee Health Benefits Policy 
12515 South Hangman Valley RD        and Administration 
Valleyford WA  99036 
C 509-499-0482 
alison.poulsen@hca.wa.gov 
 
 
Legal Counsel 
Katy Hatfield, Assistant Attorney General 
7141 Cleanwater Dr SW 
PO Box 40124 
Olympia WA  98504-0124 
V 360-586-6561 
KatyK1@atg.wa.gov 
 
 
 
 
5/17/19 
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UPDATED SEBB MEETING SCHEDULE 

 
  2019 School Employees Benefits Board (SEBB) Meeting Schedule 

 
 
The SEB Board meetings will be held at the Health Care Authority, Sue Crystal Center, 
Rooms A & B, 626 8th Avenue SE, Olympia, WA 98501.   
 
   
January 24, 2019  -  9:00 a.m. – 5:00 p.m. 
  
March 7, 2019  -  9:00 a.m. – 5:00 p.m. 
    
April 10, 2019  -  1:00 p.m. – 5:00 – p.m. 
  
May 16, 2019  -   9:00 a.m. – 5:00 p.m. 
 
June 12, 2019  -  9:00 a.m. – 5:00 p.m. 
   
July 18, 2019  -  9:00 a.m. – 5:00 p.m. 
 
July 25, 2019  -  9:00 a.m. – 5:00 p.m. 
 
August 1, 2019  -  9:00 a.m. – 5:00 p.m. 
 
August 29, 2019  -  9:00 a.m. – 5:00 p.m. 
 
 
   
If you are a person with a disability and need a special accommodation, please contact 
Connie Bergener at 360-725-0856 
 
 
 
Updated 11/27/18 
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626 8th Avenue SE • P.O. Box 45502  • Olympia, Washington 98504-5502 

  

 
SEBB MEETING SCHEDULE 

 
  2020 School Employees Benefits Board (SEBB) Meeting Schedule 

 
 
The SEB Board meetings will be held at the Health Care Authority, Sue Crystal Center, 
Rooms A & B, 626 8th Avenue SE, Olympia, WA 98501.   
 
   
January 27, 2020  -  9:00 a.m. – 3:30 p.m. 
  
March 5, 2020  -  9:00 a.m. – 3:30 p.m. 
    
April 2, 2020  -  9:00 p.m. – 3:30 – p.m. 
 
May 7, 2020  -  9:00 a.m. – 3:30 p.m. 
  
June 4, 2020  -  9:00 a.m. – 3:30 p.m. 
 
June 24, 2020  -  9:00 a.m. – 3:30 p.m. 
 
July 16, 2020 -  9:00 a.m. – 3:30 p.m. 
   
July 23, 2020  -  9:00 a.m. – 3:30 p.m. 
 
July 30, 2020  -  9:00 a.m. – 3:30 p.m. 
 
 
 
   
If you are a person with a disability and need a special accommodation, please contact 
Connie Bergener at 360-725-0856 
 
 
 
7/2/19 
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SCHOOL EMPLOYEES BENEFITS BOARD BY-LAWS 

 
ARTICLE I 

The Board and Its Members 
 

1. Board Function—The School Employees Benefits Board (hereinafter “the SEBB” or 
“Board”) is created pursuant to RCW 41.05.740 within the Health Care Authority; the 
SEBB’s function is to design and approve insurance benefit plans for school district, 
educational service district, and charter school employees, and to establish eligibility 
criteria for participation in insurance benefit plans. 

 
2. Staff—Health Care Authority staff shall serve as staff to the Board. 

 
3. Appointment—The members of the Board shall be appointed by the Governor in 

accordance with RCW 41.05.740.  A Board member whose term has expired but whose 
successor has not been appointed by the Governor may continue to serve until replaced. 

 
4. Board Composition —The composition of the nine-member Board shall be in accordance 

with RCW 41.05.740.  All nine members may participate in discussions, make and second 
motions, and vote on motions.  

 
5. Board Compensation—Members of the Board shall be compensated in accordance with 

RCW 43.03.250 and shall be reimbursed for their travel expenses while on official business 
in accordance with RCW 43.03.050 and 43.03.060. 

 
 

ARTICLE II 
Board Officers and Duties 

 

1. Chair of the Board—The Health Care Authority Director or his or her designee shall serve 
as Chair of the Board and shall conduct meetings of the Board.  The Chair shall have all 
powers and duties conferred by law and the Board’s By-laws.  If the regular Chair cannot 
attend a regular or special meeting, the Health Care Authority Director may designate 
another person to serve as temporary Chair for that meeting.  A temporary Chair 
designated for a single meeting has all of the rights and responsibilities of the regular Chair.   

 
2. Vice Chair of the Board—In December 2017, and each January beginning in 2019, the 

Board shall select from among its members a Vice Chair.  If the Vice Chair position 
becomes vacant for any reason, the Board shall select a new Vice Chair for the remainder 
of the year.  The Vice Chair shall preside at any regular or special meeting of the Board in 
the absence of a regular or temporary Chair. 

 

 
ARTICLE III 

Board Committees 
(RESERVED) 

 

http://www.hca.wa.gov/
http://apps.leg.wa.gov/RCW/default.aspx?cite=43.03.250
http://apps.leg.wa.gov/RCW/default.aspx?cite=43.03.050
http://apps.leg.wa.gov/RCW/default.aspx?cite=43.03.060
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ARTICLE IV 

Board Meetings 
 

1. Application of Open Public Meetings Act—Meetings of the Board shall be at the call of the 
Chair and shall be held at such time, place, and manner to efficiently carry out the Board’s 
duties.  All Board meetings shall be conducted in accordance with the Open Public 
Meetings Act, Chapter 42.30 RCW, but the Board may enter into an executive session as 
permitted by the Open Public Meetings Act. 

 
2. Regular and Special Board Meetings—The Chair shall propose an annual schedule of 

regular Board meetings for adoption by the Board.  The schedule of regular Board 
meetings, and any changes to the schedule, shall be filed with the State Code Reviser’s 
Office in accordance with RCW 42.30.075.  The Chair may cancel a regular Board meeting 
at his or her discretion, including the lack of sufficient agenda items.  The Chair may call a 
special meeting of the Board at any time and proper notice must be given of a special 
meeting as provided by the Open Public Meetings Act, RCW 42.30. 

 
3. No Conditions for Attendance—A member of the public is not required to register his or her 

name or provide other information as a condition of attendance at a Board meeting.  
 

4. Public Access—Board meetings shall be held in a location that provides reasonable access 
to the public including the use of accessible facilities. 

 
5. Meeting Minutes and Agendas—The agenda for an upcoming meeting shall be made 

available to the Board and the interested members of the public at least 24 hours prior to 
the meeting date or as otherwise required by the Open Public Meetings Act.  Agendas may 
be sent by electronic mail and shall also be posted on the HCA website.  An audio 
recording (or other generally-accepted electronic recording) shall be made of each meeting.  
HCA staff will provide minutes summarizing each meeting from the audio recording.  
Summary minutes shall be provided to the Board for review and adoption at a subsequent 
Board meeting. 

 
6. Attendance—Board members shall inform the Chair with as much notice as possible if 

unable to attend a scheduled Board meeting.  Board staff preparing the minutes shall 
record the attendance of Board members in the minutes. 

 
 

ARTICLE V 
Meeting Procedures 

 
1. Quorum—Five voting members of the Board shall constitute a quorum for the transaction of 

business.  No final action may be taken in the absence of a quorum.  The Chair may 
declare a meeting adjourned in the absence of a quorum necessary to transact business. 

 
2. Order of Business—The order of business shall be determined by the agenda. 

 
3. Teleconference Permitted—A Board member may attend a meeting in person or, by special 

arrangement and advance notice to the Chair, by telephone conference call or video 
conference when in-person attendance is impracticable.    
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4. Public Testimony—The Board actively seeks input from the public at large, from enrollees 
served by the SEBB Program, and from other interested parties.  Time is reserved for 
public testimony at each regular meeting, generally at the end of the agenda.  At the 
direction of the Chair, public testimony at Board meetings may also occur in conjunction 
with a public hearing or during the Board’s consideration of a specific agenda item.  The 
Chair has authority to limit the time for public testimony, including the time allotted to each 
speaker, depending on the time available and the number of persons wishing to speak. 

 
5. Motions and Resolutions—All actions of the Board shall be expressed by motion or 

resolution.  No motion or resolution shall have effect unless passed by the affirmative votes 
of a majority of the Board members present and eligible to vote, or in the case of a 
proposed amendment to the By-laws, a 2/3 majority of the Board .   

 
6. Representing the Board’s Position on an Issue—No Board member may endorse or 

oppose an issue purporting to represent the Board or the opinion of the Board on the issue 
unless the majority of the Board approve of such position. 

 
7. Manner of Voting—On motions, resolutions, or other matters a voice vote may be used.  At 

the discretion of the Chair, or upon request of a Board member, a roll call vote may be 
conducted.  Proxy votes are not permitted, but the prohibition of proxy votes does not 
prevent a temporary Chair designated by the Health Care Authority Director from voting.  

 
8. State Ethics Law and Recusal—Board members are subject to the requirements of the 

Ethics in Public Service Act, Chapter 42.52 RCW.  A Board member shall recuse himself or 
herself from casting a vote as necessary to comply with the Ethics in Public Service Act. 
 

9. Parliamentary Procedure—All rules of order not provided for in these By-laws shall be 
determined in accordance with the most current edition of Robert’s Rules of Order Newly 
Revised.  Board staff shall ensure a copy of Robert’s Rules is available at all Board 
meetings. 

 
10. Civility—While engaged in Board duties, Board members conduct shall demonstrate civility, 

respect, and courtesy toward each other, HCA staff, and the public and shall be guided by 
fundamental tenets of integrity and fairness.  

 
 

ARTICLE VI 
Amendments to the By-Laws and Rules of Construction 

 
1. Two-thirds majority required to amend—The SEBB By-laws may be amended upon a two-

thirds (2/3) majority vote of the Board. 
 

2. Liberal construction—All rules and procedures in these By-laws shall be liberally construed 
so that the public’s health, safety, and welfare shall be secured in accordance with the 
intents and purposes of applicable State laws and regulations. 
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*D R  A F T* 
School Employees Benefits Board 

Meeting Minutes 

 
 
January 24, 2019 
Health Care Authority 
Sue Crystal Rooms A & B 
Olympia, Washington 
9:00 p.m. – 3:00 p.m. 
 
Members Present: 

Dan Gossett 
Terri House  
Wayne Leonard  
Pete Cutler 
Katy Henry 
Lou McDermott 
 
Members via Phone 

Sean Corry 
Alison Poulsen 
 
Members Absent: 

Patty Estes 
 

SEB Board Counsel: 
Katy Hatfield  
 
 
Call to Order 

Lou McDermott, Chair, called the meeting to order at 9:02 a.m.  Sufficient members  
were present to allow a quorum.  Board self-introductions followed. 
 

Agenda Overview 
Dave Iseminger, Director, Employees and Retirees Benefits (ERB) Division, provided an 
overview of the agenda.  Patty, Sean, and Allison, are planning to call in around 10:00 a.m.       
 
Approval of June 13, 2018 Meeting Minutes 

Pete Cutler moved and Katy Henry seconded a motion to approve the June 13, 2018 SEB 
Board Meeting minutes.  Minutes approved as written by unanimous vote. 
 

December 13, 2018 Board Meeting Follow Up 
Dave Iseminger, Director, ERB Division.  There were questions asked at the last meeting 
embedded within presentations today.  I'm doing a miscellaneous follow up. 
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Slide 2 relates to Paid Family and Medical Leave (PFML).  The Employment Security 
Department (ESD) provided details about this new benefit.  There was a question after 
the meeting about how local collective bargaining interacts with this benefit; and 
specifically, if there was a Collective Bargaining Agreement (CBA) signed that doesn't 
expire until after the 2020 benefit goes live under ESD, exactly when premiums are 
collected, and how that impacts eligibility.  The general concept is the hours 
accumulated before a local CBA expires will retroactively count for purposes of eligibility 
and determination of hours and wages.  Those hours aren't lost simply because there's 
a local CBA that leapfrogs over the PFML implementation date.   
 
I believe Pete asked a question related to stipends and how that interacts with 
unemployment insurance; and thus, related to Paid Family Medical Leave.  In true 
lawyer fashion, Pete, it depends.  Employers are supposed to report moneys and hours 
for paid work, including stipends, depending on the purpose of the stipend.  If it's for 
hours worked, they should be reporting it.  If it's simply reimbursement, it doesn't 
necessarily need to be reported.  It really depends on the purpose. 
 
Pete Cutler:  The key point I was curious about was whether they were collecting 
hours.  It sounds like it depends.  So, at least sometimes they are, but sometimes 
they're not. 
 
Dave Iseminger:  Correct. 
 
Slide 4 is a series of links from each of the carriers because utilization management 
policies could take up their own briefing book.  I want to highlight, because several 
carriers asked for this to be provided as context, that clinical policies change 
periodically.  What you read today in these links won't necessarily be what exists 
tomorrow.  They are highly technical and used by clinicians.  Keep that in mind as 
you're reading through them.  They're not necessarily geared for the average member 
to understand 100%; but ideally, they'd be able to follow the flow of it.    
 
Slide 6 shows some of the provider search tools and links that members would 
ultimately be able to experience as they try to understand provider networks.  The 
Board has not authorized the carriers at this point.  This is a preview of what provider 
search tools could look like.  We will work with carriers over the year about our 
expectations with regards to provider search.  I did not include Regence's search tools 
for the Uniform Medical Plan.  I can follow up with that, but we are working on a major 
revamp of the provider search tool that was already in the works for 2020.   
 
Governor’s Proposed Budget – 2019-2021 

Kim Wallace, SEBB Finance Manager, Financial Services Division.  There are four 
parts to this presentation.  Slide 2 – SEBB Funding Rate.  The funding rate is important 
in terms of what the districts will be paying to the Health Care Authority.  It's also 
important in terms of the calculation of money that's coming from the state to the 
districts.  The funding rate is important in both directions.  This dollar amount is the per 
subscriber amount that will be invoiced to the districts for all SEBB Program benefits-
eligible employees, including those who waive.  The waive rate is already assumed in 
the projections of total expenditures covered by the funding rate.   
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Dave Iseminger:  I want to give context because several people have asked me if the 
funding rate is going to be the same amount that HCA invoices for both state funded 
and locally funded enhanced positions.  The answer is yes, the funding rate is the basis 
for what will be charged for all eligible school employees, regardless of the funding 
source of those school employees. 
 
Kim Wallace:  Slide 3 – SEBB Program Funding Rate Details - is very familiar.  We will 
refer back to this slide in another presentation to compare and contrast the top part of 
this funding rate table.  The point of including this is we are building up the SEBB 
Program funding rate.  The Governor’s team did their version of this based on 
information we provided, and our modeling that we sent to them as well.  Last summer 
we created this slide and the numbers are changing as we speak, and the numbers will 
continue to change.  Remember we were showing just the buildup of the monthly 
funding rate driven largely by the medical premium contribution of $977.  The $977 is 
the lion's share of the $1,174.  That mathematical calculation at the top of the slide, the 
Employer Medical Contribution (EMC), times the ratio factor, gives us that medical 
premium contribution on a per subscriber per month (PSPM) basis.  That's the area of 
this table we'll refer back to because it becomes key when considering some of the 
policy proposals.     
 
Slide 4 – SEBB Funding Rates.  The Governor's budget does include $1,170 per 
employee per month for FY20 and $1,195 per employee per month for FY21.  We're in 
a very fluid situation, but these numbers in the Governor's budget do align with our most 
recent suggested levels based on our modeling and includes all of the provisions from 
the Collective Bargaining Agreement.  They also cover build-up of reserves for the self-
insured plans at the same level, 7% of projected expenditures for medical, and 4% of 
projected expenditures for dental in the first year. 
 
Lou McDermott:  Kim, how many dollars are associated with that build-up?   
 
Dave Iseminger:  Lou, are you asking the component of the funding rate that's 
attributable to 7% or what the value of 7% is of project expenditures? 
 
Lou McDermott:  The value of 7%. 
 
Kim Wallace:  I will get that later because we have to estimate and project the number 
of people who will enroll in the self-funded plans and the costs associated with those 
people.  Not 100% of the population will enroll in self-funded plans.  It's easy to get, Lou.  
We did make an assumption for how many people will enroll in the self-funded plans, 
the total expenditures we’re projecting for them, and then 7% of that.  I'll confirm what 
that is.  Essentially, we’ll collect that amount and put it into a fund.  It’s kind of a rainy 
day amount of money.  We don't know if that 7% will be needed in year one, year two, 
or year three.  Now, the prudent thing is to assume that we want to build up appropriate 
reserves.  This 7% and the 4% match the PEBB Program levels.   
 
Lou McDermott:  Isn't there a loan payback component? 
 



4 
 

Kim Wallace:  Exactly.  The last bullet on Slide 3 indicates these funding rates also 
cover repayment of the General Fund – State loans needed to start the SEBB Program.  
That payback will be complete, given these numbers, by the end of the next biennium.  
 
Pete Cutler:  I have a question on filling up the reserves, both for the medical and 
dental.  Do I understand correctly the rate in fiscal year 2020 is designed to generate 
enough money in one year to generate that level of reserves?  It wasn't spread over two 
years so, unlike repaying the amount spent by general fund for getting the program up 
and running is being repaid, but over a two-year period, versus trying to do it in one 
year?   
 
Kim Wallace:  Correct. 
 
Dave Iseminger:  Pete, just one refinement.  Remember that calendar year 2020 is half 
of fiscal year 2020 and half of fiscal year 2021.  It's not just the per employee funding 
rate of 2020.  The projection is to build up the reserves in calendar year 2020.  It's 
embedded within both of the fiscal year funding rates.  It's not just attributable to the first 
fiscal year 2020 funding rate. 
 
Kim Wallace:  The $1,170 and the $1,195 both. 
 
Pete Cutler:  But, it could have been done over two plan years.   
 
Dave Iseminger:  Correct. 
 
Kim Wallace:  I want to clarify for the Board that after we build up that 7% amount and 
the 4% amount in plan year 2020, we hope we don't have to apply that same 7% and 
4% the next year.  After the first year, we're assuming we will be maintaining that level 
of reserve.   
 
Pete Cutler:  If all assumptions work out for the model, all you would be adding is the 
increment associated with the benefit cost increase or increased enrollment, but just on 
the margin.  My experience from working with this budget-wise is I can only remember 
one or two years where the reserve was ever touched, that generally, rates have been 
projected and turned out to be higher than actual expenses.  I would be curious if you 
could bring back when and how much.  I know I think it was 2009 or so when there were 
layoffs.  There was a tendency for people to get a lot of medical work done before they 
got laid off, or in fear of being laid off.  I think that's probably the most dramatic year 
we've had.  I would be curious how much of the reserve was needed or utilized for 
whatever that period was.   
 
Kim Wallace:  In the PEBB Program experience, I believe that's exactly right.  It was 
right around the recession in 2008, 2009.  We used all of it. 
 
Pete Cutler:  You used all of it.  That's good to know.  That actually is sufficient.  The 
whole amount that was plugged in for the medical reserve was needed. 
 
Kim Wallace:  Not only tapped.  It was used up. 
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Dave Iseminger:  People keep asking, you look at these funding rates compared to 
what is in the projected budget for the funding rates for the PEBB Program and there's a 
several hundred dollar difference.  Building up the reserves, repaying back the loan, is a 
significant part of that difference.  But, once we get past the reserves and the loan 
payment, we would anticipate they would normalize to similar levels. 
 
Lou McDermott:  Dave, on the PEBB rates, are we also in a surplus position so the 
rates are artificially low in the budget to draw down the surplus? 
 
Dave Iseminger:  Correct.  There are three main reasons that those numbers between 
the PEBB and SEBB Programs look different in the next biennium.  Two of them are on 
this Slide 4, building up of reserves where the reserves are already built up in the PEBB 
Program; needing to pay back the admin loan, which doesn't exist in the PEBB 
Program; and we are in a surplus position in the PEBB Program so that funding rate 
gets bought down over time.  That’s called the “net funding rate,” the true cost of the 
benefits versus what's actually funded on a year-by-year basis.  We're in a surplus 
position on the PEBB Program, whereas there's nothing to dip into on the SEBB 
Program side.  But again, after the initial launch and these hurdles are crossed, we 
would expect both of them to normalize to similar levels. 
 
Kim Wallace:  Slide 5 – Tentative Collective Bargaining Agreement (CBA), is a quick 
review of aspects of the Collective Bargaining Agreement included and funded in the 
Governor's budget.  Of course, the EMC, that 85% contribution that's tagged to the 
premium of the UMP Achieve Two plan, gets multiplied by tiers.  We all remember that 
goldenrod table with all the EMC columns.  The Governor's budget covers 100% of the 
premiums for the other benefits.  It also covers SmartHealth reduction in deductible 
starting in year one for school employees, and also includes the Benefit Allocation 
Factors that were bargained.  That factor is multiplied times the FTEs to approximate 
the actual head count of benefits-eligible individuals. 
 
Dave Iseminger:  Although we listed the wellness incentive of $50 related to plan year 
2020, it also includes the $125 that would be in plan year 2021. 
 
Kim Wallace:  Yes, this slide is just for 2020. 
 
Pete Cutler:  I feel obligated, for the record, to once again point out that the collective 
bargaining statute says that the sole thing that can be negotiated is the dollar 
contribution.  It's not clear to me how wellness comes out of a statute that says the only 
thing you can negotiate is a dollar contribution.  But it is water under the bridge so it's 
nothing.  I don't need to be dealt with.  I just want it on the record that there seems to be 
a discrepancy to at least one Board Member here. 
 
Dave Iseminger:  So noted, for the record, Pete. 
 
Kim Wallace:  Slide 6 – State Basic Education Health Insurance Funding, reviews the 
amount of money being sent from the state to the districts for basic education, health 
benefits.  You've seen this equation before.  People have pointed out there's no equals 
sign and so it's not really an equation.  Nevertheless, it is the amount of money 
calculated by taking the number of prototypical model generated FTEs by district and 
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the classified number gets multiplied by the 1.43 and the certificated number gets 
multiplied by 1.02.  All of that gets multiplied by the funding rate.   
 
The Governor's proposed budget does include an increase to the number of prototype 
generated FTEs.  Special education FTEs are considered under basic education.  I 
believe there are others but I don't have an exhaustive description of all the changes in 
the prototypical model there.  But there were some increases. 
 
Dave Iseminger:  That might help explain for people, we described, or you may have 
heard a number that said $860 million for the biennium, and then you may have read in 
some newspapers it's more like $900 million.  Some of the differences of that are 
proposed FTE increases.  HCA's budget projections used what was anticipated by the 
prototypical model.  And then, additions to that happened in the Governor's budget, 
those staff obviously come with benefits and that's one of the reasons that helps explain 
the difference between what you heard before and what you heard later.  How people 
round is another reason. 
 
Kim Wallace:  We will be updating the modeling and submitting new suggested funding 
rate levels to the Legislature by March 1.  We're actively in the rate development 
process on the self-insured side and rate negotiation with the fully insured carriers.  
We're in the phase where we're considering all of these rate negotiations at “not-to-
exceed” (NTE) levels.  What we’ll be submitting to the Legislature is new suggested 
funding rate levels based on the not-to-exceed bid rate amount.   
 
Dave Iseminger:  If you look at the Governor's budget, you might start to sear these 
numbers in your mind, the $1,170 and the $1,195.  When you pull up the House 
incentive proposed budgets that come out in March, you will naturally want to compare 
those numbers to these numbers.  I caution you to not directly compare them because 
the numbers in the Governor's budget fully fund the program based on the modeling 
that was done at that point.  There's going to be new modeling that the Legislature will 
take into account.  The numbers in the legislative budgets could equally fully fund the 
program and be completely different numbers.  I just wanted to give you a word of 
caution.  It's not necessarily an apples to apples comparison because the modeling will 
have been updated. 
 
Lou McDermott:  For those Board Members who don't know how to find the budget or 
go through the thousands of pages, I'm assuming we'll be getting updates from Dave 
and Kim as each of the budgets come out.   
 
Dave Iseminger:  That is correct.  But you may have friends and colleagues who are 
more familiar with the state budget telling you numbers and then you have questions.  
So, this is an early word of caution not to directly compare the numbers.  We'll give you 
all the insight that we can about them. 
 
Lou McDermott:  Dave, maybe when the budgets do come out it's something you could 
send to the Board Members, the component of the budget and highlight that for them so 
they can see it without having to dig for it. 
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Dave Iseminger:  We'll do that between the March and April Board Meetings and we'll 
certainly bring a presentation about the legislative proposed budgets in April. 
 
Kim Wallace:  Actually, Slide 7 speaks to the next steps in the budget process.  The 
Legislature convened this month.  In March we will see the House and Senate budget 
bills, but not in time for our March 7 Board Meeting.  We will know more at our April 
Board Meeting.  The regular session is due to end on April 28.  The key result is that 
SEBB funding rates will be established mainly for the FY 2020.  There will be an FY 
2021 funding rate as well.  That rate can be adjusted next year, one year from now in 
the second session. 
 
Dave Iseminger:  As a reminder, when we build the Board calendar, we assume that 
we will set rates in July.  It’s always a welcome reward if we were able to work with the 
Board to escalate that timeline, but we have come accustomed to assuming it will 
happen in July.  If a funding rate is established at the end of April, we very well may be 
able to get some of the Board's work done a little earlier, in late June perhaps.  That 
would expedite the ability to communicate things to school employees for the open 
enrollment that's coming up.  But we have come to assume we will set rates and 
premiums with the Board in the month of July. 
 
Legislative Update 

Cade Walker, Executive Special Assistant, Employees and Retirees Benefits Division 
(ERB).  I am facilitating the legislative process this year for the ERB Division and both 
the PEBB Program and the SEBB Program.  We have a long session this year, 105 
days.  It will set the biennium budget, which Kim shared with you.     
 
More has happened since I submitted this slide presentation, I will give you some verbal 
updates because the slide has outdated numbers.   
 
Slide 2 – Number of Bills Analyzed by the ERB Division.  We have actually completed 
64 bill analyses, 46 of which are low priority and 18 high priority.  For our analysis, the 
priority we establish is determined based on three factors.  Is there a substantial 
financial impact?  Is it going to impact our rules requiring rule writing to account for the 
legislation?  Is it asking us to do something or to change the program?  Things that 
meet any of those criteria we designate as a high priority.  We follow and track these 
bills closely.     
 
Dave Iseminger:  Cade said that one of the criteria is substantial financial impact.  I just 
want to put a little more insight on that.  The benchmark is if it’s above or below 
$50,000.  In the context of this program, if there's a financial impact, it is higher than 
$50,000 for the most part.   
 
Cade Walker:  We currently have 94 bills assigned to us to review.  We've got 30 more 
that need a completed analysis.  We expect that number will continue to grow for a bit.  
It will then slow down as the first round of bills come in to play, as they go to hearings, 
and the legislative process continues.  We might see another ramp up of bills before the 
first cutoff.   
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Slide 3 – Legislative Update – ERB high lead bills.   For us, not many things have 
progressed because it’s early in the session.  We use this slide to show the process of a 
bill starting with its introduction in the original chamber.  It then moves through fiscal, 
rules, and the floor of the different chambers.  Then it goes to the opposite chamber, 
and goes through their policy, fiscal, and their floor.  Then it goes to the Governor for 
signing.  If it makes it through all of those hurdles, it becomes a law.  
 
Dave Iseminger:  The important thing is that each of those white bars, as you move 
down this funnel, represent typical cutoffs in the legislative calendar.  We haven't hit any 
cutoffs yet so no funneling has occurred.  The Legislature is still in idea generating  
mode.   
 
Pete Cutler:  Is the first policy cutoff towards the end of February?   
 
Katy Hatfield:  It's February 22. 
 
Pete Cutler:  And a few days later or a week later at the most will be the fiscal 
committee cutoff.  Thank you. 
 
Cade Walker:  Thank you, Pete.  I will continue giving an updated presentation on the 
legislative session at upcoming Board Meetings.     
 
Slide 4 – SEBB Program Impact Bills.  We have identified one bill to date with potential 
SEBB Program impacts.  Senate Bill 5092, introduced by Senator Fortunato, is 
providing flexibility to school districts by authorizing school district waivers.  It is a rather 
broad bill that would allow school district boards to approve waivers submitted by 
individual schools or school districts to exempt themselves from a vast majority of the 
requirements under 28A.  There are some exceptions to the ability to waive 
requirements, like teacher certification.  What is able to be requested to be waived, is 
participation in the SEBB Program, as well as the K-12 remittance payment.  It’s 
scheduled for hearing tomorrow and we’ll report back on this bill.   
 
We may see other impact bills, but if you were watching the working session yesterday 
where Dave presented to the Senate Ways and Means Committee as well as Shawn 
Lewis from the Labor Coalition, and others, it seems there's a lot of support for the 
program moving forward.  We have no anticipation of seeing any significant bills 
changing the program.  We're keeping a close eye to see if any other bills come up that 
would impact the SEBB Program. 
 
Pete Cutler:  Which committee was that testimony? 
 
Dave Iseminger:  We'll talk about the work session now.  It was yesterday during 
Senate Ways and Means.  If you go onto TVW’s archives, it was 3:30 p.m. yesterday 
and it started about 15 minutes into the presentation.   
 
Lou McDermott:  Can you have Connie send out a link to that? 
 
Dave Iseminger:  Yes.  The work session was about an hour and the panel consisted 
first with me giving an update on the agency’s and the Board's work on the last year on 
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implementation efforts and policy decisions.  Second on the panel was Shawn Lewis, on 
behalf of the Labor Coalition that bargained with the state this summer, speaking about 
various aspects from their perspective and representing a member perspective.  The 
last part of the work session was a panel of two individuals, Kate Davis, CFO of Highline 
School District and Tom Fleming, CFO of an ESD in the Yakima area.  They were 
speaking from the district or ESD perspective.  They were highlighting concerns, not 
specific to anything implementation-wise, but gaps in funding, especially the difference 
between state funded positions and locally funded positions. 
 
Lou McDermott:  I recommend the Board watch the hearing.  Shawn's comments were 
very favorable towards the SEBB Program.  It was very good. 
 
Cade Walker:  I would also add that I think Dave did a great job encapsulating all the 
work the Board has done over the last 18 months and condensed that down into a very 
good presentation.  Dave’s and Mr. Lewis’ comments were well received by the 
committee.   
 
Slide 5 – PEBB Program Impact Bills.  House Bill 1085 concerns the reduction in the 
Medicare eligibility retiree participants in the PEBB Program.  This bill flips the funding 
mechanism for the retiree subsidy.   
 
House Bill 1220 and its companion bill, Senate Bill 5275, adds a non-voting 
representative from the Office of the Insurance Commissioner to the PEB Board in 
replacement of the K-12 non-voting member that will be leaving the Board due to the 
creation of the SEBB Program.  
 
We're tracking both of those bills closely as the impacts to the PEBB Program would be 
significant. 
 
Dave Iseminger:  We bring you impacts to both programs because it gives you a sense 
of the types of things the Legislature does within these programs.  Even if it doesn't 
directly relate to you, it's conceptually the types of things the Legislature could do to the 
SEBB Program. 
 
Cade Walker:  Slide 6 - Senate Bill 5335 is paying state retiree benefits until the end of 
the month in which the retiree beneficiary dies.  This bill would do a great service to our 
retiree population where an individual retiree passes, the benefit is paid out to the end 
of the month in which they pass.  It eases a workflow issue because monthly premiums 
are not prorated for benefits.  By allowing the retiree pension payment to be made to the 
end of the month in which the individual passes, HCA would have fewer issues getting 
premiums for the last month of coverage and there would be no gap in coverage for the 
time of death for the individual.  We support this bill.    
 
Dave Iseminger:  This bill is Department of Retirement System (DRS) request 
legislation. 
 
Pete Cutler:  I'm glad to hear it's a DRS request legislation.  I used to be a Legal 
Legislative Affairs Manager.  We tried to pass this in the 1990s.  The actuary's office 
reaction was it has a very significant fiscal impact on the pension funds.  We ran into a 
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very big brick wall very quickly in trying to get it passed.  But it makes a lot of sense.  It's 
very, very messy to do.  A lot of times people don't understand their insurance has been 
canceled.  The last month of their life, the person who died had very expensive care that 
everybody thought was covered by an insurance policy.  It turned out their coverage 
was retroactively eliminated because they didn't have enough in their last pension 
payment to cover their medical premiums.  So, I'm very glad to hear DRS is pushing it.  I 
wish you all the best of luck going forward. 
 
Cade Walker:  We're tracking this bill as well.  We do appreciate the impact it has on 
our members.     
 
Slide 7 – ERB Impact Bills.  These bills don't impact solely the PEBB or SEBB 
Programs’ populations, but impact the health insurance industry more broadly.   
 
House Bill 1065/Senate Bill 5031 protects consumers from charges for out-of-network 
healthcare services.  House Bill 1215, a closely related bill, addresses concerns about 
out-of-network and balance billing.  You may have heard some of this in the news about 
balance billing, which is where a member goes to an out-of-network provider, or often 
times they're in an emergency situation.  They have surgery and the anesthesiologist, or 
the lab, or the radiology tech is actually an out-of-network provider.  They get paid the 
out-of-network rate by the carrier.  The additional moneys the provider bills for gets 
transferred to the member.  They're expected to pay the additional costs that are 
incurred for the services provided.  These bills attempt to address that problem.  
 
Lou McDermott:  Cade, who are they expecting to make the balance of the payment?  
Is it the carrier or the provider? 
 
Cade Walker:  It depends.  One bill has the out-of-network provider absorbing the cost 
and another bill provides a mechanism for determining some solution between the 
carrier and the provider that provides for arbitration-style proceedings for them to 
negotiate the rates they would get paid.   
 
Pete Cutler:  Are either of these Office of Insurance Commissioner request bills? 
 
Dave Iseminger:  I want to correct myself that when I said SB 5335 was DRS request 
legislation, it's actually LEOFF Plan Two Retirement Board request legislation.  So, 
before I change my screen and look up this one, I wanted to correct the record.  As 
Cade goes forward, I will give you insight as to whether these are request legislation 
from the OIC. 
 
Cade Walker:  I believe one of them is.  I believe the one that leaves the onus of the 
balance billing on the provider is not from OIC.  But I will let Dave confirm. 
 
Dave Iseminger:  I can already confirm that.  HB 1065 and SB 5031 are OIC request 
legislation.  HB 1215 is not. 
 
Cade Walker:  House Bill 1074 and Senate Bill 5057 raise the age for purchasing 
tobacco products, including vapor products, from 18 years of age to 21 years of age.  
While we don't see this having an immediate impact on the program, we note that it is a 
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significant bill that has a lot of other implications that could impact our smoking 
cessation programs, as well as the tobacco surcharges that are assessed in the PEBB 
and SEBB Programs.  We are keeping an eye on these.  They had a hearing earlier this 
week and we anticipate seeing more action in the coming weeks. 
 
Dave Iseminger:  That is Attorney General’s Office (AGO) and Department of Health 
(DOH) agency request legislation.  We'll add who is requesting the legislation in the 
future.   
 
Cade Walker:  Slide 8 – House Bill 1099 requires providing notice about network 
adequacy to consumers.  This comes about because of mental health issues and 
having accessibility to mental health providers.  The bill requires carriers to list the 
adequacy of their networks for all carrier types, as well as listing the wait times to see 
those providers, to give members an idea of the provider types that are going to be a 
little harder to get into.  The hope is to address mental health provider adequacy issues 
and ensure the ability to get in to see a mental health provider.  Though that's not called 
out specifically in the bill, we understand that is one impetus of this bill.   
 
Lou McDermott:  Cade, I want to jump back real quick.  When you said implications of 
age 21 for our smoking cessation program, if it becomes 21, does that mean someone 
under 21 would no longer be eligible to take our smoking cessation program because, 
legally, they're not supposed to be allowed to purchase the tobacco? 
 
Cade Walker:  I don't believe so, but I can get back to you on that.  I think I'm confusing 
an aspect of the tobacco surcharge, which is for 13 years of age and above. 
 
Lou McDermott:  Okay, because I think we know that probably there would be people 
between the ages of 18 and 21 who might acquire cigarettes anyway, or vaping, or 
whatever it is. 
 
Dave Iseminger:  The other piece to keep in mind is I'm sure you all remember Policy 
Resolutions SEBB 2018-16, SEBB 2018-17, SEBB 2018-18, and SEBB 2018-19 that 
you passed.  Those related to the tobacco surcharge attestation, the definition of 
tobacco products, and the definition of tobacco product use.  The vapor products are 
not included within that definition at this point.  We have been tracking how the state is 
regulating vapor products in various forms.  At some point, if they are similar enough to 
tobacco products, there may be a day when we come back to the Board to talk about 
whether those should be included within the tobacco surcharge.  That's another reason 
we are very heavily tracking vapor product bills to see how the regulatory environment 
changes for other parts of state government.  At some point, it may be relevant for this 
Board to revisit that definition. 
 
Pete Cutler:  For House Bill 1099, would the new notice requirements about network 
adequacy apply to the carriers and the Uniform Medical Plan or self-insured, self-funded 
plans offered by SEBB and PEBB? 
 
Cade Walker:  I don't believe there was a carve out differentiating between fully insured 
and self-insured.  I think it is blanket, “all carriers must post this information on network 
adequacy.” 
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Pete Cutler:  I'd be curious to hear how it would impact the SEBB Program.  Actually, I 
have a family member who's had, in a different state, a very frustrating time with finding 
all sorts of providers who are listed by the insurance plan as in their network, a great 
majority of the ones she's contacted aren't taking new patients.  Trying to define who's 
in your network, at least in some states, is a big difference between the names listed as 
in the network versus the names of people who actually will take a patient.  It'd be 
interested to know whether that issue is dealt with in this bill. 
 
Dave Iseminger:  I can tell you for sure that it would address all the fully insured 
products.  The regular question that we have to always confirm is whether it applies to 
the Uniform Medical Plan as a self-insured product.  But it would definitively apply to 
fully insured products in both the PEBB and SEBB Programs. 
 
Cade Walker:  House Bill 1132 and Senate Bill 5178 affect the TRS and SERS plans.  
It lowers the age from 62 to 60 for early retirement options without penalty where 
members have accumulated 30 service years of work and still places the same 
restrictions.   
 
Pharmacy 101: Part 2  PEBB Uniform Medical Plan & K-12 Experience 

Molly Christie, Strategic Plan Project Manager, Benefit Strategy and Design Section, 
Employees and Retirees Benefits Division.   
 
Ryan Pistoresi, Assistant Chief Pharmacy Officer, Clinical Quality and Care 
Transformation Division. 
 
Molly Christie:  Today's presentation is the second in the Pharmacy 101 series.  I                      
am providing background on the PEBB Program Uniform Medical Plan trends in 
pharmacy and talking about available K-12 data and their pharmacy experience.  I 
previously presented on national trends in pharmacy.  I discussed how population 
demographics are influencing prescription drug utilization, how the specialty drug trend 
is driving growth in prescription spending, and how drug companies are spending more 
money on advertising than on research and development to ensure brand loyalty over 
generics.   
 
Chair McDermott, you asked a question about Slide 4 in the last presentation dealing 
with national utilization and the statistics from the Kaiser Family Foundation health 
tracking poll.  There was a pretty shocking statistic that one in four Americans take four 
or more prescription drugs.  Those statistics were not including children, just adults 
aged 18 and over.     
 
Today we'll be using Uniform Medical Plan and available K-12 data to discuss pharmacy 
trends and drivers.  I'll also be looking at basic components of commercial pharmacy 
benefit plans.  As we saw nationally, pharmacy is a big and growing contributor to 
overall medical benefit spend.  This holds true for PEBB Program UMP as well.   
 
Slide 4 – Uniform Medical Plan (PEBB) Pharmacy Trends.  In the upper left-hand 
corner, we're looking at UMP Classic non-Medicare.  Between 2012 and 2017, there 
has been a 66% increase in pharmacy bid rates.  It’s growing.   
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The bottom left-hand corner is dramatic and represents PEBB UMP Classic Medicare 
bid rates from 2012 through 2019.  When we received this information, it was projected.  
I'm bringing this to you, not because PEBB Medicare is within the SEB Board's 
authority, but because it has been a major topic of conversation in the past few years for 
the PEB Board.  The graph is quite dramatic.  In 2018, over 60% of the medical bid rate 
was attributed to pharmacy.  In the next part of the series, I will be discussing policy 
levers to address pharmacy trend.  There are a lot of interesting things being proposed 
for Medicare to try and address drug trend.  As we go forward, please keep in mind that, 
when I'm talking about PEBB UMP pharmacy trends, they do include Medicare rates.  
It's all built in.  It's the UMP Classic, Consumer Directed Health Plan (CDHP), the 
Affordable Care Plan (ACP) plans, as well as classic Medicare.   
 
Slide 5 – Total Spending.  Looking at total spending on pharmacy, it's become a larger 
component of the medical benefit cost.  This slide shows total allowed spending, 
including what the plan pays, what the member pays, and what their cost share is or 
their contribution.  This is for pharmacy for PEBB UMP from 2010 through 2017.  
Spending has steadily increased, at some points, more rapid than others.  This is 
influenced by how many people are using drugs, how much they’re using them, what 
kinds of drugs they're using, and how much those drugs cost.  Specialty drugs have 
become the largest driver of prescription spending for PEBB UMP.   
 
Slide 6 – Member Cost Share.  This slide is broken down by what's paid by the plan and 
what's paid by the member.  The green shows what the member paid.  The orange  
trend line shows that member cost share has been decreasing as a proportion of total 
spending over time as the plan total spending has increased.  The plan is picking up 
more of that cost mainly because the share that UMP members pay over time, since 
2010, hasn't changed significantly.  Co-pays, co-insurance, they haven't changed to 
offset the trend in increasing drug costs and increasing drug spending.  Most of that's 
being borne by the plan.  There is a relationship between premiums and total spending.  
As the total spending goes up, member cost share goes down.  There is a give and take 
where premiums are likely to go up because that money needs to be paid by someone 
in some way.  This is in regards to the self-insured plan. 
 
Pete Cutler:  It appears to me that, in addition to the percentage drop, which you note is 
driven largely just by the fact that the total pharmacy spend is going up in the amount 
being paid by employees or members is relatively flat.  It actually looks like between 
2010 and 2017, there's been a slight decrease in terms of absolute dollars because a lot 
of times, people will say the percentage increase is too much.  But it looks like actually, 
in terms of actual dollars spent out of pocket by members, that's done even a little bit 
better than average, at least compared to 2010. 
 
Molly Christie:  It has.  It's an interesting dynamic.  Later we’ll look at our pharmacy 
benefit in tiers.  But there is a maximum out of pocket for each of those tiers.  There is a 
cap for how much you'll spend per month.  What we've seen is that members have been 
reaching that cap more quickly because drug costs have gone up.  It's possible that an 
individual member has been paying more out of pocket because they've reached that 
cap, whereas before, they were paying a co-insurance, a percentage of their 
prescription, which was lower than that cap.  But it is possible, too, that other people are 
paying less in total dollars.   
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Ryan Pistoresi:  One of the reasons that you're actually seeing some of that total dollar 
amount go down is because some brands become generic.  When brands become 
generic, we often will have the generics at a lower cost share because it's more 
affordable to the plan and at a lower cost.  Because they've been paying at that Tier 2 
cap, which is $75, and the generic comes out at Tier 1, now they're paying at a max 
$25.  As a lot of these brands are becoming generic over the years, we're actually 
seeing patients transition from the brand names to the generics, which certainly helps 
both the member and the plan.   
 
Dave Iseminger:  Are there any prominent examples from the last five to seven years 
of a drug that might represent one that's heavily utilized that embodies the point you're 
making? 
 
Ryan Pistoresi:  Yes, the Statin medication Atorvastatin, (which was brand name 
Lipitor) or Rosuvastatin, (which was brand name Crestor).  Those were very big 
blockbuster, $12 billion a year drugs in the early part of this decade that have since 
become generic and have become very affordable for members and plans. 
 
Pete Cutler:  I was going to say, from a policy point of view, it sounds like that's a sign 
of success of a tiered premium structure that there are incentives for people to choose a 
lower price alternative and it's actually saving them money.  The theory is being born 
out in practice, at least with those aspects. 
 
Lou McDermott:  I'd like you to speak to this.  One of the issues is that, if they're using 
a brand name medication, sometimes they're getting coupons from the manufacturer to 
offset their cost share to zero.  If they were to go to the generic, it actually would cost 
them more money to go to the generic.  The insurance company, basically, is footing 
the bill.  That's the dynamic we've been running into.   
 
Molly Christie:  Absolutely.  If you look at the top drug classes, for specialty for PEBB 
UMP, which we're going to look at later, cholesterol medications, statins, are still in the 
top specialty drug classes.  I think it probably plays into some of what you're talking 
about with co-pay coupons. 
 
Lou McDermott:  At the end of the day, even the fact that the member cost share is 
level; of the increase, because of the 85/15 split, I assume the member is actually 
bearing the increase of those pharmaceutical costs within their premium structure. 
 
Molly Christie:  Exactly. 
 
Lou McDermott:  It's hitting them less, but still hitting them, just in a different way. 
 
Dave Iseminger:  At the end of last month's presentation, there were illustrations of the 
manufacturer coupon phenomenon.  I would just point Board Members back to the last 
meeting’s materials if you want a refresh on additional examples.   
 
Lou McDermott:  One more point.  The retirees are feeling more of the impact because 
they're carrying 100% of the increases within their premium structure.  With active 
employees, 85% is borne by the state and 15% by the employees.  The retirees feel the 
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full impact.  All of these pharmacy expenses get translated into member premium for 
retirees, the population who needs the most relief. 
 
Dave Iseminger:  Additionally, once you're Medicare eligible, UMP Classic pays 
primary on pharmacy and Medicare pays secondary, whereas for medical, Medicare 
pays primary and UMP pays secondary.  It also has a disproportionate impact because 
of that relationship. 
 
Molly Christie:  Slide 7 – Why is Uniform Medical Plan (PEBB) Pharmacy Spending 
Rising?  Components of drug trend include utilization, like the number of people using 
prescription drugs, how much they're using them, and the drug cost.  This is the actual 
expense incurred to pay for those drugs.  Drug Mix is the types of medications being 
used.  Are they brand, specialty, or generic?  How are people switching between those?  
Changes to one or more of these components can impact overall drug trend and 
volatility.  When a new expensive specialty drug reaches the market, pharmacy 
spending can increase.  Sometimes it's dramatic, sometimes it's not.  As patients switch 
to these new drugs, the drug mix changes.  Often, specialty drugs are treating very rare 
conditions that impact cost.  Spending can be low if that drug is treating a small number 
of people.  However, in 2014 and 2015 when the cure for Hepatitis C came out, it had 
immense impacts on cost because Hepatitis C is relatively prevalent in the US.  There 
are 2.4 million cases nationally in a single year of people living with the disease.  That's 
a lot to pay for when a drug costs over $100,000.   
 
Other forces within the prescription drug market can also affect the cost and price of 
medications.  You can have price increases for existing brand drugs.  You can have 
patent expiration so you get new generics that come on the market.  There are also off-
invoice discounts and rebates.  The point being, it can be very difficult.  Predicting trend 
and making decisions on that trend is difficult because all of these things work together 
and converge in ways that can be very surprising and causes volatility.   
 
Utilization rates for PEBB UMP have remained relatively stable in recent years.  Slide 8 
shows discrete prescriptions per 1,000 members per year since 2010.  It's a little 
misleading because the orange line at the bottom looks flat.  It looks flat because there 
are so few prescriptions compared to brands and generics.  In reality, from 2010, we 
had 79.9 prescriptions per 1,000 members per year, and that jumped up to 130.6 in 
2017.  That is a 63% increase.  There is a change in the drug mix.  More people are 
switching to specialty drugs, or using new specialty drugs, as they come on the market.  
That's what's driving this spend.  
 
Consistent with national trends, PEBB UMP spending has been affected by extremely 
pricey specialty drugs.  Slide 9 shows plan paid only spending.  It doesn't include 
member cost share.  It has per member per year on prescription drugs from 2010 
through 2017 broken down by specialty, brand, and generic.  Total plan spending has 
increased substantially, most of which is due to the specialty drugs shown in the gold 
area.  As of 2017, specialty is the largest component, at 53.5%. 
 
Dave Iseminger:  You are hearing correctly.  A very small percentage of the 
prescriptions are driving over half the cost.  It's less than one half of one percent driving 
over 50% of the cost.  That is, in fact, what we're saying. 
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Molly Christie:  Slide 10 – Drug Mix, illustrates that point.  These charts show that 
specialty medicines account for a small percentage of prescriptions, but they represent 
the majority of total spending.  On the left of the slide is drug mix as a percentage of 
total prescription, looking at utilization.  In 2017, 0.38% of prescriptions were specialty, 
but that's 53.5% of the cost to members and the plan.   
 
Drug mix is about patients switching to specialty, so there are situations where you'll be 
properly controlled.  You'll have a condition that's controlled on brand or generic 
medication A.  A new specialty drug comes out, specialty drug B.  You switch to that 
drug and that's what's driving a lot of this change.  It's by no means saying that the 
specialty drugs are not curing disease, but it is at a cost to the system.   
 
Slide 11 – Top 5 Therapeutic Classes in 2018.  Specialty medicines are more likely to 
treat very complex or rare diseases.  This is reflected in the top traditional versus 
specialty therapeutic classes by utilization for PEBB UMP.  The top traditional drugs are 
treating higher prevalence for more chronic conditions, such as depression, high blood 
pressure, high cholesterol, diabetes, and pain.  Specialty medications, in contrast, are 
often treating things like auto-immune inflammatory diseases, tumors, neurological 
diseases, and endocrine or hormone issues.   
 
Slide 12 – What do we know about the K-12 pharmacy experience?  I've been talking 
about PEBB UMP.  How will the K-12 pharmacy experience and this population use its 
pharmacy benefits?  We’ve been working with Milliman to gather available pharmacy 
data provided by some K-12 carriers.  We've completed some initial analysis for plan 
year 2017.   
 
The data is very limited, but it does provide a few takeaways on utilization and top drugs 
or drug classes.  The data isn't comprehensive.  We don't have information on spouses 
and dependents or on new people that will be eligible under the SEBB Program that are 
not currently on benefits.  It doesn't include people currently enrolled in the PEBB 
Program.  We've not been able to independently validate the data and some of it 
appears inaccurate or incomplete.  For some carriers, certain analyses have excluded 
some carrier data and there is a lot of variation in pharmacy benefit design across 
plans.  Even within the same carrier they'll have multiple plans, each with a different tier 
structure, different formulary.  All of that impacts the drivers of drug trend.  
Unfortunately, there's no standard plan that we can use to compare it to PEBB UMP.   
 
Pete Cutler:  Am I correct that this data is purely for active employees?  We're not 
including any of the early retirees?  The PEBB data, would that include both active 
employees and the non-Medicare retirees that are in the pool? 
 
Molly Christie:  Correct. 
 
Wayne Leonard:  I'm looking at page 11 and maybe I'm misunderstanding this slide.  
The numbers on the right-hand side are prescriptions per 1,000 members.  So, for every 
1,000 members, there's 1,100 prescriptions for antidepressants? 
 
Molly Christie:  They're discrete prescriptions.  They're unique prescriptions.  Some 
members might have multiple. 
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Wayne Leonard:  Multiple.  Wow.  Okay. 
 
Molly Christie:  Slide 13 – K-12 Pharmacy Utilization Plan Year 2017.  The first 
takeaway from the K-12 data is we know that K-12 employees use their pharmacy 
benefits.  It appears that a similar percentage were prescribed a medication in 2017 as 
folks under PEBB UMP.  I've provided some different ways to look at this.  You can see 
utilization percent.  You can see average prescriptions per user.  They're all pretty 
similar.  I'd like to emphasize that PEBB UMP data has Medicare retirees included.  K-
12 data doesn't have spouses and dependents.  It’s an illustration and we see they're 
similar.  These numbers will change as we learn more about the new SEBB population.   
 
Slides 4 and 5 show similarities between PEBB UMP and K-12 in terms of the top 
traditional drug classes.  Again, they're treating chronic or common conditions.  We had 
a list of medications of drugs, but they weren't organized into drug classes.  Plans, 
carriers, pharmacy benefit managers, they use different ways to classify drugs into 
different drug classes.  PEBB UMP has their own way, too.   
 
We looked at 1,000 drugs that HCA tracks for PEBB UMP and applied the drug classes 
that we use for PEBB UMP to the drug list that we had for K-12.  There are drugs that 
are left off, but it gives us a good idea of what we're tracking and what the big bucket 
items are.  Three out of five of these top traditional drug classes, antidepressants, 
opioid pain medications, and cholesterol medications appear on the top five traditional 
drug classes for PEBB UMP, also.  The same goes for specialty therapeutic classes.  
Similar to PEBB UMP and national trends, these top classes treat rare conditions.  Four 
out of five are identical to PEBB UMP and are treating things like autoimmune 
inflammatory conditions, tumors, psychotherapeutic, and neurological agents.     
 
Slide 16 - What does this all mean for the SEB Board?  HCA reviews and analyzes this 
type of pharmacy data to better understand and manage the UMP pharmacy benefit.  If 
we identify a new opportunity or strategy for that benefit, such as changes to the tiering 
structure or to the formulary, we'll bring it to the Board for action.   
 
Slide 17 – Pharmacy Benefit Tiers.  Pharmacy benefit tiers tell the member how much 
they are responsible for the cost of a drug when they go to the pharmacy.  Each tier 
represents a group of drugs classified according to cost.  Lower tiers have less 
expensive drugs so you have a lower member cost share.  There's no standardization in 
the tiering structure across plans.  Some plans have two tiers, a generic and a brand.  
Some plans have five or more tiers, and not all of those tiers have the same drugs in 
them or the same cost share, necessarily.  There's a lot of variation.  Plans try to use 
this as a lever to get patients to use less expensive drugs or generic alternatives.   
 
Slide 18 – Why do health plans use tiers?  There was a study that looked at health 
consumer sensitivity to the cost share published in the New England Journal of 
Medicine.  Researchers found the use of health services will decrease as cost sharing 
increases and vice versa.  The more you have to pay as a patient when you receive a 
service or when you pick up your prescription, the less likely you are to use it.  The 
same is true, the more likely you are to use it if it's less expensive.  An example of this is 
a plan putting cost effective drugs in a value tier or in a zero-pay tier to encourage 
people to use those drugs.  The Affordable Care Act did that with contraceptives and 
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with vaccines so people would get them.  The wanted to avoid barriers so people could 
get the necessary preventive care. 
 
Slide 19 – Pharmacy Benefit Tiers – Uniform Medical Plan Achieve 2.  The Uniform 
Medical Plan (UMP) has a tiering structure consistent with these principles.  The 
Preventive Tier includes vaccines, contraceptives, and other drugs that are required at 
no cost share by the Affordable Care Act.  It also includes drugs recommended by the 
US Preventive Services Task Force.  The Value Tier includes high utilization drugs that 
usually have generic alternatives, but treat chronic conditions like diabetes, high 
cholesterol, high blood pressure, depression.  Tier 1 drugs are primarily low-cost 
generics.  Tier 2 are preferred brand name drugs and high cost generics.  Tier 3 are 
non-preferred drugs, the specialty and non-preferred brand drugs, the very high-cost 
drugs.   
 
All Tiers have a maximum out-of-pocket cost.  For Tier 3, there's only a maximum out-
of-pocket cost for specialty drugs, not if it's a Tier 3 non-preferred brand drug.  At that 
point, you're paying a 50% co-insurance.  There's no cap on that until you reach your 
plan cap for your pharmacy benefit.   
 
Slide 20 – Prescription Drug Formulary.  A formulary is another major component of the 
pharmacy benefit structure and lists drugs covered by a health plan.  There are different 
ways to structure a formulary.  It can be Open to include all medications with some 
preferred that are less expensive and placed in Tiers in different ways to influence 
utilization.  A Closed Formulary includes only drugs listed in that formulary.  It’s not 
covered by the plan if it’s not on the list and the member would pay the full share.  
There is a Hybrid Formulary that combines both concepts.  
 
Which drugs are included in a formulary usually depends on how well they work under 
controlled conditions like a clinical study and how cost effective they are in terms of risk; 
on cost effectiveness compared to alternatives, if there are generics available; and 
whether there are special discounts.  Rebates are discounts for plans, not discounts for 
patients.  Plans can negotiate special discounts for certain drugs or drug classes that 
are very competitive.  They get money back from the manufacturer for those drugs.   
 
Slide 21 – Uniform Medical Plan Preferred Drug List.  All Uniform Medical Plans under 
both the PEBB Program and SEBB Program use the same Open Formulary, but we do 
have a Preferred Drug List (PDL) that includes certain medications at a lower cost 
share.  Drugs are chosen for the PDL based on safety efficacy and effectiveness.  We 
comply with recommendations made by the Washington State Pharmacy and 
Therapeutics Committee.  We also review coverage recommendations made by the 
Washington Prescription Services P&T Committee.  These teams are health care 
professionals that include physicians and pharmacists that evaluate how drugs are 
used.  They monitor and report adverse drug events and approve guidelines for 
medication adherence and management.  P&T Committees also manage formularies 
and they authorize or restrict new drugs for clinical use. 
 
Dave Iseminger:  As a reminder, the state has this P&T Committee because the Health 
Care Authority isn't the only entity that does state purchased health care.  There is 
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workers compensation and several other significant programs.  The state tries to align 
different aspects of the formulary across the state programs. 
 
Molly Christie:  Slide 22 – Pharmacy Benefit Challenges for Health Plans.  Health 
plans do face challenges when making decisions about how to structure a pharmacy 
benefit, the tiers, the formulary.  Three important aspects to consider are: 1) ensuring 
access to medically necessary medications when determining what drugs to cover on a 
formulary, particularly if you have a closed formulary; 2) protecting affordability, who 
pays when there are high cost members; and 3) adherence, do members adhere to 
their prescribed medication regimens, because that’s the goal. 
 
When protecting affordability, do the plans increase the individual member cost share 
so the person using high cost drugs ends up paying more?  Do you spread risk through 
premiums?  Do you keep the coinsurance low and then spread the risk?   
 
We want to make sure that people that have high cost chronic medications are able to 
afford those and that they're not going to be rationing their drugs or that they're not 
going to discontinue use because they can't afford them.   
 
Slide 23 – Key Takeaways.  Three things I hope you take away today are: 1) pharmacy 
is a significant component of the PEBB Program UMP spending and it can impact 
member premiums; 2) K-12 pharmacy data is limited, but  it does suggest a huge 
divergence from PEBB UMP trends for utilization and top drug classes; and 3) tiers and 
formularies are used by health plans to ensure appropriate access to medically 
necessary medications, to promote adherence, and to hold down costs.   
 
Pete Cutler:  This is a lot of really great information.  Going back to Slide 22 where it 
mentions balancing the challenges of providing access, affordability, and promoting 
adherence, I'm curious.  Frankly, when I worked in the field, it was only access and 
affordability on our radar screen.  I think adherence is really important.  It makes a lot of 
sense.  Giving somebody a prescription, but then not having them actually follow it or 
take it is not working in the right direction.  What is done to track how a plan design is 
evaluated, for determining whether it promotes good adherence? 
 
Ryan Pistoresi:  Adherence is a newer phenomenon in health care management 
because the plan is starting to step into patient care and monitor how the patients are 
using their drugs.  Are there side effects?  Are they having issues using the medication 
or understanding it?  It's a service specialty pharmacies are starting to do because 
when a plan is paying for a drug that costs $10,000 or $50,000 a month, they want to 
make sure that drug is achieving the outcome they're paying for.  If they're paying for a 
medication and not getting the desired effect, it's not cost effective or valuable to the 
plans.  The specialty pharmacies will call the member and work with them.  They'll 
coordinate between their provider and the pharmacy, or their provider and other 
services, if they're getting infusions at certain other sites.  They take a proactive 
approach to make sure the medications are working.   
 
In the traditional side, they also do analyses to see if patients are filling the medications 
on time.  If not, are there opportunities for them to reach out and learn why they're not 
taking it?  An example could be they have more at home and don't necessarily need to 
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fill it, or they're having other challenges or side effects.  It’s helping to determine if these 
are the best medications for those members. 
 
Pete Cutler:  From what you've said, it sounds like the primary focus and initial focus 
was with specialty drugs.  We have a very high cost and if something is not being used 
or it's not having the desired result, you don't want to continue paying for it for multiple 
months if it's not really having the desired intervention and impact.  But it sounds like 
now there's also some expanding into looking at whether, for non-specialty drugs, there 
are signs that can be traced in terms of whether refills are being done on what would be 
the expected pattern. 
 
Ryan Pistoresi:  Yes, that is correct.   
 
Dave Iseminger:  As an anecdote on the non-payer side of things, my partner is a 
pharmacist at one of the local major hospital systems.  There's regular conversation we 
talk about at dinner sometimes, not in a HIPAA issue way, but in an "I can't believe I 
had to have this conversation again," highlighting the role of pharmacists in helping a 
patient manage care.  A doctor doesn't necessarily know the general insurance plans 
that the patients have.  He'll often get some prescription to fill or review, and he'll call 
the doctor to discuss options.  Is she aware that the drug prescribed generally has a 
$500-$600 out-of-pocket cost share for most insurance plans?  He provides information 
on a drug with the same mechanism of action to achieve the same results that would be 
more in the $10 to $15 per month range.  Ultimately, that’s what gets prescribed.  That's 
just another anecdote of how some providers may be helping with the 
affordability/adherence side of the equation. 
 
Policy Resolutions 
Barb Scott, ERB Division Policy, Rules, and Compliance Section Manager.  Today we 
are asking you to take action on two policy resolutions, SEBB 2018-57 - Maximum 
number of months that self-pay coverage is allowed and SEBB 2018-58 - Continuation 
coverage for dependents not eligible under SEBB.     
Policy Resolution SEBB 2018-57 will allow an employee to continue enrollment in SEBB 
Program benefits on a self-paid basis for a maximum of 29 months while on an 
approved leave of absence.  The 29 months would include the number of months 
allowed under COBRA.  We did send this out to stakeholders and the stakeholder 
comments we received back supported the resolution as it is written. 
 
 
Lou McDermott:  Policy Resolution SEBB-2018-57 – Maximum number of months 
that self-pay coverage is allowed. 
 
Resolved that, the maximum number of months that a school employee may continue 
SEBB benefits during an approved leave of absence, by self-paying the premium and 
applicable premium surcharges, will be 29 months.   
 
The 29 months a school employee may self-pay for coverage under this provision 
includes the total months of continuation coverage allowed under the federal 
Consolidated Omnibus Budget Reconciliation Act (COBRA).   
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Terri House moved and Pete Cutler seconded a motion to adopt.   
 
Voting to Approve: 8 
Voting No: 0 
 
Lou McDermott:  Policy Resolution SEBB 2018-57 passes. 
 
 
Barb Scott:  Proposed Policy Resolution SEBB 2018-58 will allow those domestic 
partners who are not state-registered domestic partners and their children to enroll in 
SEBB Program coverage on a self-pay basis for a maximum of 36 months as school 
employees transition from school district coverage to SEBB Program coverage.  The 
policy is being brought to the Board because COBRA defines qualified beneficiary as 
the covered employee, a federally recognized spouse of a covered employee, or the 
federally recognized dependent child of a covered employee.  Federal law does not 
recognize domestic partners.   
 
Two stakeholders supported the resolution as presented.  Another stakeholder 
supported it with concerns related to the anticipated cost of the coverage.  The 
resolution in front of you today includes corrections made from the December Board 
Meeting.  The resolution presented to you on December 13 is in the Appendix. 
 
Dave Iseminger:  We realized when we presented it in December that the opening 
clause needed to refer to the phrase "dependent" rather than specified to spouse or 
state-registered domestic partner.  We highlighted it at the meeting so the final version 
before you on Slide 5 is reflective of what we said on December 13.  You had questions 
about cost and Kim's here to try to answer that question. 
 
Kim Wallace:  Pete Cutler asked a question at the last meeting about how the costs 
associated with the COBRA covered individuals under the PEBB Program compare to 
the costs of active employees.  We did some analysis and I have data points I will share 
for 2015, 2016, and 2017.  There is a relationship that's pretty steady.  In 2016 and 
2017, essentially we saw two times the paid per member per month (PMPM) cost for 
COBRA covered individuals compared to their active counterparts.  In a paid PMPM 
dollar figure, in 2017, we are talking about $408 paid PMPM versus $929.  Those 
numbers are actually across UMP and the fully insured carriers.  The pattern we see, 
the two times in 2016 and 2017, is consistent whether we looked at UMP or at the fully 
insured carriers.  Interestingly, in 2015, there was a three times relationship.  Again, that 
was a consistent pattern regardless of which carrier was enrolling the members.   
 
When we think about the two times and the three times relationship, it's important to 
remember the COBRA population is a very small number of people, both in terms of 
what kind of cost that generates, but also volatility that is present.  Without going into 
detail, we did see a fair amount of volatility, especially when you looked by age band.  
My understanding is that, based on this policy, individuals potentially enrolling under 
continuation coverage are potentially all ages. 
 
Barb Scott:  Yes, because it includes the domestic partner who would lose eligibility, as 
well as their children.   
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Kim Wallace:  The data I am sharing with you includes all ages as well.     
 
Dave Iseminger:  As additional context for the Board, when Kim says it's a relatively 
small population, on the PEBB Program side, there's about 385,000 covered lives.  The 
self-paid population for COBRA and leave without pay is between 1,000 and 1,100.  It is 
a very small percentage of the entire population in the PEBB Program. 
 
Pete Cutler:  That was very helpful.  The point is, it is definitely a benefit.  Nobody 
should misconstrue that the COBRA premium is covering the costs.  It's not like a self-
pay where they 100% cover, on average, 100% of the cost.  It's definitely subsidized by 
the larger pool.  But, on the other hand, given the small number of individuals who elect 
the coverage, and I'm sure that has to do with its cost, it's not a significant impact in 
terms of the overall rate.  I am curious.  David, you just mentioned that domestic 
partners who are no longer eligible.  Under SEBB Program rules, they would be able to 
continue coverage.  Would that be under 2018-58 because 2018-58 seems to be very 
clear about it only applies to dependents. 
 
Barb Scott:  This policy is mainly capturing a population that includes domestic 
partners who are not state-registered domestic partners currently covered under district 
plans, as well as their children.  The majority of these are domestic partners losing 
coverage based on the Board's earlier decision on dependent eligibility for the SEBB 
Program being limited to state-registered domestic partners.     
 
The original slide was accidentally edited to include state-registered domestic partners.  
This population is not going to be your state-registered domestic partners because 
they're eligible under the SEBB Program.  You'll start to see this idea in additional 
resolutions that Rob Parkman will be introducing to you later.  We're starting to shift to 
dealing with some of the policy decisions that are needed to address the transition from 
district plans and to the SEBB Program, specifically dealing with the population not 
eligible under federal law.  The only way they're going to be eligible is through the Board 
passing a policy resolution and extending that eligibility to them, which is within your 
authority to decide.   
 
Terri House:  Do you know how many families, roughly, this will affect? 
 
Barb Scott:  No.  We received no SEBB data as far as how many domestic partners 
are enrolled within district plans today.   
 
Wayne Leonard:  If I recall, it may have been the first thing we took action on, the 
state-registered domestic partner issue.  During that discussion, our current plans were 
more lenient in the definition.  There was quite a bit of discussion on why we couldn't 
just keep the more lenient definition.  What we were told, if I recall correctly, is because 
it had to meet the definition of state law and the state law was very specific on the 
definition of a state-registered domestic partner. 
 
Barb Scott:  When the Board made a decision on that particular policy resolution, we 
talked about the recommendation we brought forward that dependent include legal 
spouse and state-registered domestic partner.  That's consistent with what the PEB 
Board has done.  Pension system extends survivorship pension benefits to state-
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registered domestic partners, not to other domestic partners.  State law has a process, 
as well as other states, for registering domestic partners.  That was easier to look at, 
administer against, and consistent with what we're seeing in other places.  We also 
said, though, that the Board could come back and relook at dependent eligibility and 
maybe change it in the future if that was something you were interested in. 
 
Dave Iseminger:  Wayne, that was Policy Resolution SEBB 2018-01.  We were making 
a recommendation for what the ongoing permanent rules should be.  You can think of 
this as a transition relief rule.  There are always risks with every decision.  Having a 
permanent standard that aligns with state law is desirable, acknowledging at the same 
time, this is an opportunity for transition relief that balances some risks. 
 
Wayne Leonard:  Okay, I guess that's what I'm trying to clarify in my mind.  This policy 
will allow us to not follow the law for three years?  Or as we transition to a new 
program? 
 
Barb Scott:  It's not that there was a law in place that necessarily prohibited the Board 
from establishing eligibility that was more generous than state-registered domestic 
partnerships.  We did not recommend that because there were so many different 
eligibilities that existed within the school districts.  It would have been administratively 
difficult.  We knew the state-registered domestic partnership eligibility that passed fit into 
alignment with other things a little better. 
 
Dave Iseminger:  Don't forget about the financial question.  Under the permanent rule, 
Policy Resolution SEBB 2018-01, the funding structure is taken into account in the 
tiering structure of what's subsidized with employer funds.  This is a complete self-pay 
basis.  There are those financial implications.  You'll remember that on Policy 
Resolution SEBB 2018-01, we talked about the underlying assumptions that are built 
into financial modeling, the parity with the PEBB Program, and that opening the door to 
a wider eligibility was not something that had been envisioned in the legislative process.  
This is a way that, on a self-pay basis, individuals could have eligibility for a short while.  
That's another big difference. 
 
Wayne Leonard:  For the self-pay, there would be no impact to the state or the SEBB 
plan? 
 
Dave Iseminger:  I think that goes back to Pete's question that there are implications 
here; but given the size of the population and what's charged in COBRA, there is some 
implication, but not significant.   
 
Lou McDermott:  They're benefitting from the risk pool.  It isn't going to be calculated 
based on the thousand.  It'll be calculated based on the total pool population. 
 
Wayne Leonard:  And the 36-month time period, is that to get those people from 62 to 
65 that might not have been?  Where did the 36-month time period come from? 
 
Barb Scott:  The 36-month time period actually comes from the COBRA regulation 
itself.  If a federally recognized dependent loses coverage under a covered employee, 
that loss of coverage is triggered by the event of a divorce or the event of a child 
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reaching the age limit under the plan, age 26, then that dependent is eligible under 
federal law for 36 months of COBRA coverage.  The 36 months you're seeing here 
aligns to that.  These domestic partners and their children will lose eligibility as of 
December 31, 2019 and this will give them the equal number of months they would get 
if they lost eligibility based on a dissolution, a divorce, or a child aging out on that same 
date. 
 
Dave Iseminger:  It's aligned to COBRA and it will help with the administration of it.  It's 
basically treating these individuals as if COBRA recognized them. 
 
Wayne Leonard:  Okay, thanks for that. 
 
Barb Scott:  The other thing it will do is allow them to have access to coverage as they 
figure out what to do after the 36 months. 
 
Lou McDermott:  Policy Resolution SEBB 2018-58 - Continuation coverage for 
dependents not eligible under the SEBB Program 
 
Resolved that, a dependent of a SEBB eligible school employee who is enrolled in 
medical, dental, or vision under a school employee’s account on December 31, 2019 
who loses eligibility because they are not an eligible dependent under the SEBB 
Program may enroll in medical, dental, and vision for a maximum of 36 months on a 
self-pay basis. 
 
Katy Henry moved and Terri House seconded a motion to adopt. 
 
Voting to Approve: 8 
Voting No: 0 
 
Lou McDermott:  Policy Resolution SEBB 2018-58 passes.   
 
 
Wellness Program 

Justin Hahn, Washington Wellness Program Manager, Benefits Strategy and Design 
Section, Employees and Retirees Benefits Division.  At the December 2018 SEB Board 
Meeting, I presented detailed information about the SmartHealth health and wellness 
portal, an implementation plan, and two draft resolutions.  One resolution was the 
incentive deadline.  The second resolution was whether a spouse or state-registered 
domestic partner would have access to the SmartHealth portal.  In December, the 
Board had questions for follow up that I'll be addressing before you are asked to vote on 
the wellness resolutions.   
 
Slide 3 – December 2018 SEB Board Wellness Questions.  What is the return on 
investment for spouse participation in SmartHealth?  In general, it is expressed as a 
comparison of dollars spent on a wellness program, for example, administrative costs, 
incentives, promotion, vendor costs compared against dollars saved as a result of the 
wellness program, such as reduced claims costs, reduced absenteeism, reduced health 
related productivity losses, et cetera.  Showing causal return on investment is difficult.  It 
can be expensive to determine and can take years to prove.  This is a perennial 
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question that a lot of people struggle with in the wellness universe.  That being said, we 
do have information on the health behavior connection between employees and 
spouses.   
 
The quote on Slide 3 is from the HERO Employee Health Management Best Practice 
Scorecard in collaboration with Mercer Annual Report 2012.  HERO is a national 
nonprofit dedicated to identifying and sharing best practices in the field of workplace 
health and wellbeing.  "Health behavior research has found that other individuals and 
groups can have a profound impact on an individual’s behavior, with spouses being key 
influences.  Social support is a predictor not only of initial engagement, but also of long- 
term success."  
 
Slide 4.  In a 2014 Journal of the American Medical Association (JAMA) published 
study, it says men and women are more likely to make a positive health behavior 
change if their partner does too, and with stronger effect than if a partner has been 
consistently healthy in that domain.  Involving partners in behavior change interventions 
may help improve outcomes.  Some of the high-level takeaways from this study found 
that when a spouse or partner participated, nearly half the participants in the study quit 
smoking, two-thirds became more physically active, and approximately a quarter lost 
weight.   
 
Slide 5 – SmartHealth Value.  I wanted to provide information about the value of 
SmartHealth and the work we've done with regards to what value it is bringing 
individuals, employers, and the state of Washington.   
 
We performed a SmartHealth cohort analysis in the PEBB Program.  As part of 
SmartHealth, there's an annual well-being assessment (WBA) that participants in the 
program take.  It is a 200-question survey, takes about 15 to 20 minutes, and covers 
four life areas.  It includes physical, emotional, financial, and work life balance.  It's 
across 34 different dimensions.  There are specific areas under those four life areas, 
such as, exercise and fitness, sleep, managing stress and anxiety, resilience, job 
satisfaction, and work meaning.       
 
We followed de-identified SmartHealth users who completed the yearly well-being 
assessment from 2015 through June 2018.  To be included, you had to complete the 
WBA every year.  We compared aggregate self-reported scores on the well-being 
assessment year over year.  When we analyze at risk SmartHealth users, they are 
defined as users who originally rated themselves at risk, which means scoring 
themselves 3.5 or lower on a five-point scale.  When looking at these high-risk 
SmartHealth users from the beginning, we see an increase in well-being assessment 
scores from 2015 baseline for all 34 SmartHealth dimensions across well-being, 
productivity, and health, so across those four life areas with 31 of the 34 dimensions 
increasing by double digits.  This is a broad overview that shows the value SmartHealth 
brings.  This analysis, specifically, shows an increase in self-reported well-being scores 
from SmartHealth users who have consistently used SmartHealth since 2015. 
 
Pete Cutler:  On that last point, my guess is what you're saying is, as a group, all of that 
entire group of individuals who had scored 3.5 or lower as an average, the average 
score for all the 34 dimensions went up but not for each individual. 



26 
 

Justin Hahn:  That is correct.  It's an average, not every individual. 
 
Pete Cutler:  Getting more to the core point, I admit I wish that the handouts included 
your opening comments because I think that's really important for a policy making Board 
in the health care area to keep in mind is that it's very, very difficult to track or measure 
a return on investment in health promotion activities.  It's just not an easy thing to do.  I 
think that's really the core question.   
 
From my prior career background, my reaction to the information from these various 
studies is that none of them get to the question of does including spouses as eligible to 
sign up on SmartHealth, does that cause greater engagement of those spouses.  I can 
say, from my personal experience, my engagement with SmartHealth triggered me 
doing more activities, my wife got interested, and we did do it together.  But she's not 
taken me up on any offer to go on the SmartHealth website herself.  She's happy and 
motivates me and then we do stuff together.  
 
What I still don't have is any sense that paying to make it possible for several hundred 
thousand spouses to be part of SmartHealth will make any difference in that 
engagement, in that spousal support.  I don't know that you have any way of measuring 
that, but that's a concern in terms of is it a good investment.  I admit, a part of our 
dynamic is we're retired.  Some of the SmartHealth questions and suggestions are 
geared towards current employees, in fact, a large amount.  But my wife never went on 
at all so I'm sure that was not what was discouraging her.  She just did not feel like she 
needed that additional motivation.  That's a comment rather than a question.   
 
Terri House:  Can I answer Pete's question maybe?  Currently, we have a wellness 
portal through our insurance that my husband and I both have to go on to get the 
discount.  We've done that and it has encouraged us to exercise more and diet more 
together, things like that.  We've done it together.  So, maybe there is a little something 
there. 
 
Dave Iseminger:  I wanted to add a little bit about the 34 dimensions.  Although it's not 
on the individual basis, it's on an aggregate basis, we do understand from Limeade that 
we are uniquely, positively special in this regard.  They don't have many clients where 
their aggregate self-reported scores improve on all dimensions.     
 
Justin Hahn:  This is looking at a population that was at risk.  A population that didn't 
have high wellness scores to begin with so that, arguably, you could think they would 
have more room to make up.  They did make up that room, which is pretty interesting.   
 
Slide 6 continues with SmartHealth legislative reports.  There have been six 
SmartHealth legislative reports submitted to the Legislature since 2015, the most recent 
submitted in October 2018.  The reports focused on topics such as SmartHealth 
participation, the SmartHealth cohort analysis, and the positive impact of well-being 
leadership support.  All six legislative reports are at the link on the slide 
(https://www.hca.wa.gov/about-hca/legislative-reports).  It provides a lot more 
information for instance on the cohort analysis.     
 

https://www.hca.wa.gov/about-hca/legislative-reports
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Slide 7 responds to another question from the December 2018 SEB Board Meeting.  
Can the SmartHealth Well-being Assessment and medical provider health assessment 
be combined?  The two assessments have different goals.  The WBA, as part of 
SmartHealth, is used to assess and address comprehensive well-being strengths, 
weaknesses, and interests using an online portal.  Employers have access to aggregate 
and de-identified SmartHealth data for their organization.  The employer does have, not 
specific to the individual, but at aggregate level, information about what their employees 
are doing with SmartHealth, and in regards to the well-being assessment.   
 
A provider health assessment is focused more on preventing and addressing disease 
with clinical resources.  It's also important to note that, if employers were to have access 
to aggregate data, meaning if these things were combined, if employers can see with 
SmartHealth, it could negatively affect employee disclosure of health information to the 
provider and participation in medical care.  Sharing a combined assessment between 
SmartHealth vendor and multiple medical providers would require PEBB Program 
member releases, as well as data sharing agreements.  A combined assessment would 
be logistically challenging and not supported by the SmartHealth vendor.   
 
Lou McDermott:  So, no. 
 
Justin Hahn:  Yes, in a nutshell, no. 
 
Pete Cutler:  I'll confess, I'm pretty sure I was the one who asked and thank you for the 
information.  That's what I was looking for. 
 
Justin Hahn:  Slide 8 - Policy Resolution SEBB 2018-55 – Eligibility for Participation in 
the SEBB Wellness Program.  This policy resolution is for the inclusion of spouse or 
state-registered domestic partners with regards to accessing SmartHealth as portal only 
and no financial incentives.  We did some stakeholdering and there were general 
comments of support.  There was a comment of concern about funding and a question 
about how much.  There was a response about how much that would be that I talked 
about at the December 2018 meeting.  That was the extent of the stakeholder's 
feedback.   
 
Dave Iseminger:  I want to highlight there's one slight wording change compared to the 
resolution you saw in December.  At the very end, it used to say, "receive an incentive 
payment."  We got some concerns that technically reducing a deductible isn't really a 
payment.  We flipped it around to say a "financial incentive."  Substantively the same 
thing.   
 
Lou McDermott:  Policy Resolution SEBB 2018-55 - Eligibility for Participation in 
the SEBB Wellness Program 
 
Resolved that, the spouse or state-registered domestic partner of an eligible school 
employee may participate in the SEBB Wellness Program activities, but is not eligible to 
receive a financial incentive. 
 
Dan Gossett moved and Katy Henry seconded a motion to adopt.   
 



28 
 

Sean Corry:  I intend to vote for the resolution but I'm a little bothered by the response 
to Pete's question today and in the past.  We never really did get to talk about the 
marginal cost of having this benefit.  It comes at a cost to add the dependents, the 
spouses, in the program.  That comes to a certain dollar amount, PMPM, or however 
you want to measure it.  The savings is what we don't know and I think it's probably a 
portion, maybe to the good, maybe it's not, but it's probably not a very big number so 
that's causing me to choose to vote for it this time.  But, Pete's question never was 
answered and I really would like us to consider looking at it in say, a year’s time to see 
what the take up really is and begin measuring what might be some sort of bend in the 
curve of people who are enrolled.  Because it's just a wish, I think, until we get that type 
of data and are able to make that kind of informed decision.  So, that's my request for 
future work and that's it.  Thanks. 
 
Lou McDermott:  Thank you, Sean, that's been noted.  I do believe, on the PEBB side 
of the House, there have been many discussions about uptake rates and progress.  
Some of the legislative reports are trying to get to what are some of the benefits we’re 
seeing.  We would expect the same on the SEBB side.   
 
Justin Hahn:  Yes, that's correct. 
 
Voting to Approve: 8 
Voting No: 0 
 
Lou McDermott:  Policy Resolution SEBB 2018-55 passes. 
 
 
Justin Hahn:  Slide 9 – Policy Resolution SEBB 2018-56 addresses eligibility 
deadlines.  There was one general comment of support from stakeholder feedback.  
One point of clarity I wanted to make is, though not explicitly written in the first bullet, 
continuing subscribers will also have a November 30 incentive deadline.   
 
Dave Iseminger:  The way to think about this is when an individual elects a benefit 
during the annual open enrollment in the fall, they are enrolling effective January 1.  
That ongoing enrollment, or that new plan selection that happens every year, that 
subscriber is enrolling effective January 1 of the next year.  That's how you should 
understand the first bullet.  It's both new subscribers as well as continuing subscribers 
whose newly elected or continuing benefits have January 1 effective dates. 
 
Lou McDermott:  Policy Resolution SEBB 2018-56 – Deadline for completing 
wellness activities 
 
Resolved that, effective January 1, 2020, to receive a School Employees Benefits 
Board (SEBB) Wellness Incentive in the following plan year, eligible subscribers must 
complete SEBB Wellness Incentive Program requirements by the following deadline: 
 

 For subscribers enrolling in SEBB medical with an effective date in January through 
September, the deadline is November 30.  
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 For subscribers enrolling in SEBB medical with an effective date in October through 
December, the deadline is December 31.   

 
Terri House moved and Katy Henry seconded a motion to adopt   
 
Pete Cutler:  I just want to congratulate HCA and Limeade, or whomever, for being able 
to get those dates pushed back farther than they have been historically for the PEBB 
Program. 
 
Voting to Approve: 7* 
Voting No: 0 
 
*Sean Corry no longer on the phone.  Did not vote. 
 
Lou McDermott:  Policy Resolution SEBB-2018-56 passes. 
 
  
Eligibility and Enrollment Policy Development 

Rob Parkman, Policy and Rules Coordinator, Policy, Rules, and Compliance Section, 
Employees and Retirees Benefits Division, and Kim Wallace, Financial Services 
Division.  Today I am introducing seven policy resolutions.  The first five deal with a new 
subsection within RCW 41.05.740.  This will be the first time you'll see these kinds of 
ideas.  And then, the last two deal with continuation coverage as we transition to go live.   
 
Slide 3 is language from RCW 41.05.740, which is included to support you connecting 
the policy decisions we're going to look at to the Board's authority.  Most of the eligibility 
resolutions introduced over the past year deal with satisfying requirements within RCW 
41.05.740(6)(d).  Today, we'll start to introduce resolutions that will establish terms and 
conditions, eligibility criteria, and authorized benefits to satisfy the requirements within 
RCW 41.05.740(6)(e).   
 
Dave Iseminger:  I want to highlight the origin of this part of the statute.  This topic 
wasn't in the original legislation passed by the Legislature in 2017 in House Bill 2242.  It 
was added during the legislative process last year in Senate Bill 6241.  This subsection 
was generated to accommodate the ability for local bargaining for employees who do 
not meet the SEBB Program's eligibility.  I want to highlight a nuance - you might think 
of (6)(d) as “above 630 hours and (6)(e) as below 630 hours.”  It's not really as simple 
as that because as this Board refines and expands a little bit of eligibility on the 
framework of (6)(d), you can't just call them “630-hour employees.”  At HCA, we're 
trying to refer to the different populations as (6)(d) and (6)(e).  Just like in the PEBB 
Program, there are “A through F employees.”  We talk about which part of the 
framework they have eligibility under.   
 
As a school district official, when you go through the eligibility requirements, you have to 
check each prong of the statutory requirements to see if they meet the requirements for 
(6)(d), and then they have to check their (6)(e) eligibility.  It’s the same way that state 
agencies and higher education have to start with A, then move to C, then move on to D, 
and then go down the line of letters.  Now we're bringing you some of the foundational 
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elements that we believe are within your authority to set as guardrails within the 6(e) 
framework. 
 
Rob Parkman:  Slide 4 shows why the words with blue font are important for today's 
presentation.  The language from RCW 41.05.740(6)(e) is further broken down to show 
the relationship of the (6)(e) RCW with the resolutions that will be presented today.  It 
shows terms and conditions, eligibility criteria, and SEBB authorized benefits.   
 
The first green box shows two resolutions will establish terms and conditions, which will 
include what the employer's share is and what tier categories and ratios will be used.  
We may present more resolutions in future Board Meetings as we develop this area 
within your responsibility.   
 
The second green box shows two resolutions will be presented today on what are the 
eligibility criteria that can be negotiated at the local level.  This includes what groups can 
participate and the range of anticipated work hours that can be negotiated within.  
 
The third green box shows one resolution being presented today on what are the 
approved benefits for this population.  I would also let you know that the SEBB Program 
must create multiple new processes and procedures to administer this part of your 
authority.  There is no similar requirement within the PEBB Program that we could 
borrow from.     
 
Dave Iseminger:  We spent a year working on several dozen resolutions for (6)(d).  
Although there are likely things that would come up over time that might also fall under 
the (6)(e) authority, we're not envisioning month after month of resolutions this year 
about this.  We're thinking that these five really represent the foundational pieces that 
are necessary for launch, important for the Board to put in place, and then get into rule 
making by the end of the year. 
 
Rob Parkman:  Slide 5 – Proposed Policy Resolution SEBB 2019-01 – Requirement to 
Negotiate by group under RCW 41.05.740(6)(e).   
 
A SEBB Organization that elects to locally negotiate eligibility for school employees 
under RCW 41.05.740(6)(e) may only negotiate by group as described below:   
 

 The entire SEBB Organization; or  

 An entire collective bargaining unit; and/or 

 A group containing all non-represented school employees.   
 
We believe this is similar to how SEBB Organizations have bargained in the past.  For 
background, for SEBB Organizations that choose to opt into this locally bargain SEBB 
benefit program, they have the option to provide benefits for their entire organization, 
entire collective bargaining units, and/or all their non-represented as a single group.  
Some policy considerations and why we're developing this is because we must ensure 
that similarly situated school employees are treated the same when providing benefits.  
The determination of who would qualify for these benefits will be the responsibility of the 
SEBB Organization.   
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Wayne Leonard:  In terms of the way this first sentence reads, "A SEBB Organization 
that elects to locally negotiate eligibility."  In terms of bargaining at the local level, health 
insurance or health benefits is typically a mandatory subject of bargaining.  Under this, 
would it be a permissive subject, what if a school district did not elect to negotiate and 
the association wanted to, could we not bargain eligibility requirements? 
 
Rob Parkman:  We are looking at an opt-in requirement.  From an organizational point 
of view, do you want to partake in this, if so, there will probably be a form developed 
that will have to be signed and submitted indicating you would like to access SEBB 
benefits for 6(e) employees.   
 
Dave Iseminger:  This language doesn’t change any other obligations on state law with 
regards to what must or must not be part of negotiation processes.  The phrase "elects 
locally negotiated" is really drawing off the language, if you go back to Slide 4 and look 
at the statutory provision that sets up the framework for this, it describes a SEBB 
Organization that elects to use a lower threshold of hours for benefits.  We're drawing 
upon that statutory language.  It's not meant to say that something is or isn't required, 
but even if something, as I'm sure you're aware, is subject to mandatory bargaining, that 
doesn't mean you have to come to an agreement on that particular area.  It just means 
you have to bargain in good faith about that topic.  This is setting up guardrails if an 
Organization is bargaining and wants to go down this route of offering benefits under 
this framework.   
 
Wayne Leonard:  Okay, but I thought that was kind of the purpose of SEBB, so we 
weren't bargaining benefits anymore.   
 
Dave Iseminger:  During the legislative process on ESSB 6241, there was some 
debate on the floor of the House of Representatives about the addition of this particular 
provision.  But the Legislature ultimately agreed to include this as an opportunity for 
school districts to offer benefits.  They did tie them to being the same SEBB benefits if 
authorized by this Board for this population.   
 
Wayne Leonard:  I think we've had some other discussions that we could be more 
generous if we wanted to in terms of eligibility.  I guess my question is, is it the 
employer's choice? 
 
Dave Iseminger:  Yes, but you're setting up guardrails for what the bargaining process 
would look like for populations that don't meet the SEBB Program eligibility 
requirements. 
 
Pete Cutler:  As I read Section 740(6)(e), where it says the SEB Board can set the 
terms and conditions for an Organization to have the ability to negotiate eligibility 
criteria.  To me, that would seem to imply that it is in authority of this Board to say 
whether it will be treated as a mandatory versus permissive topic of negotiation.  But, as 
soon as I say that, I also have to add, from prior experience, I know there's a whole 
framework of common law and statutory framework that defines historically what is 
considered mandatory and what is considered permissive.  Before I, as a Board 
Member, were locked in, if I was asked to support a motion to clarify that, whether it was 



32 
 

permissive or optional, it's a topic of bargaining, I'd want legal advice from our counsel 
about that question if it comes up in the future. 
 
Dave Iseminger:  We will take that as a Board question and will bring answers back. If 
any of them are legal issues that need to be talked about in Executive Session, we'll 
plan that accordingly as well.  This is the normal stakeholdering process.  We're 
presenting you an initial piece.  We'll go out for stakeholdering knowing that's a question 
you want answered by the next meeting. 
 
Pete Cutler:  I suspect at least one of the stakeholder groups will have an opinion on 
that question.  Thank you. 
 
Rob Parkman:  Slide 6 – Proposed Policy Resolution SEBB 2019-02 – Anticipated 
work hours eligibility range under RCW 41.05.740(6)(e).   
 
A SEBB Organization that elects to locally negotiate eligibility for school employees 
under RCW 41.05.740(6)(e) shall negotiate within the range of anticipated to work hours 
described below:  
 

 No less than 180 hours per school year; and 
 

 No more than the threshold to meet the SEB Board's eligibility established pursuant 
to RCW 41.05.740(6)(d).   

 
From a policy point of view, how did we develop 180 hours?  That is one hour a day for 
the required number of school days within one year.  One hour a day shows some 
employment relationship, given that these are employer-sponsored health benefits.  The 
ceiling for this rate of anticipated work hours is really the floor of the SEBB eligibility as 
approved over the last year through the many eligibility resolutions that Barb Scott has 
presented and the Board has approved.  That eligibility was established under the 
authority of RCW 41.05.740(6)(d).     
 
Slide 7 - Proposed Policy Resolution SEBB 2019-03 – SEBB benefits authorized under 
RCW 41.05.740(6)(e). 
 
A SEBB Organization that elects to locally negotiate eligibility for school employees 
under RCW 41.05.740(6)(e) must offer all of, and only, the following SEBB benefits to 
school employees and their dependents: 
 

 Medical; 

 Dental 

 Vision; and 

 Basic Life and Basic AD&D.   
 

Currently for SEBB Organizations, this is similar to some of the benefits offered today.  
We did some stakeholdering before today, and the general stakeholder feedback 
showed that dental and vision are desired benefits for this population.   
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Dave Iseminger:  I will also add that we are in conversations with MetLife about 
whether there's an optional life and optional AD&D benefit that could be on the table.  In 
those negotiations, we've gotten through rates and benefit designs, but we have to 
check some of the operational impacts because it would not be the same benefit 
structure that you approved in November for the (6)(d) employees.  We have to make 
sure that we understand how operationally it would work if people are bouncing in and 
out of (6)(d) and (6)(e), and whether they will have guarantee issue and election rights, 
etc.  We didn't want to include that this time, but we are working with MetLife to see if 
there's an optional benefit we can bring to you.   
 
I want to highlight that disability, unfortunately, can't be on this list because the reality is, 
as you get to a smaller and smaller hour work requirement, there's a lack of incentive to 
return to work at some point because of the amount of benefit you would get for the 
hours.  There isn't a way to include a group LTD benefit in this without revisiting the 
entire rate structure.   
 
Rob Parkman:  Slide 8 - Proposed Policy Resolution SEBB 2019-04 – SEBB tier 
categories and premium tier ratios authorized under RCW 41.05.740(6)(e). 
 
A SEBB Organization that elects to locally negotiate eligibility for school employees 
under RCW 41.05.740(6)(e) must offer the same tier categories and premium tier ratios 
as adopted in SEBB 2018-14. 
 
SEBB 2018-14 is included in your appendix.  This policy is making the tier categories 
and premium tier structures the same for both the (6)(d) eligibility and the (6)(e) 
eligibility.   
 
Dave Iseminger:  One of the things that would be advantageous about this particular 
resolution is, as people bounce in and out of eligibility, they wouldn't see wild shifts 
within the premiums and ability to cover different folks.  Aligning those would really help 
the user experience as they are on the edge of different eligibility thresholds. 
 
Rob Parkman:  Slide 9 - Proposed Policy Resolution SEBB 2019-05 – Employer share 
requirement under RCW 41.05.740(6)(e). 
 
A SEBB Organization must contribute: 
 

 The same employer medical contribution (EMC), for all tiers, as if the school 
employee were eligible under RCW 41.05.740(6)(d); 
 

 100% of the monthly premium, for all tiers, for the dental and vision plans as 
selected by the school employee 

 

 100% of the monthly premium for the basic life and basic AD&D benefits 
 

 100% of the monthly administration fee as charged by the HCA; and 
 

 100% of the monthly K-12 remittance fee. 
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The intent is to have similar school employees in similar SEBB Organizations as the 
(6)(d) structure as much as possible. 
 
Dave Iseminger:  Again, for the reasons that I just described on the prior resolution, 
people bounce in and out of eligibility.  If a school district opts to go down this road for 
offering benefits to somebody who would qualify under (6)(e), it would stabilize and 
smooth that process.  They wouldn't fall out of (6)(d), lose the strong employer 
contribution that exists there, and see their premiums jump up if they suddenly got a 
much lesser employee premium or employee medical contribution.   
 
Remember, there are over 950 bargaining units right now.  If 6(e) were left without any 
guardrails, there would be some challenges with being able to administer and monitor 
exactly what the contribution is on a bargaining unit by bargaining unit basis.  That's 
another reason that having a uniform experience here to drive administrative 
simplification and smooth out that member experience.  And, effectively, this would be 
something that could be factored into the thought process during the summer collective 
bargaining processes because it would essentially hook the employer medical 
contribution that's agreed to for (6)(d) employees to (6)(e).   
 
I want Kim to give some insight.  I know we have questions about how this would be 
operationalized, especially that first bullet, and what it could mean for any differences in 
premiums that employees might expect if they were a (6)(e) employee versus a (6)(d) 
employee. 
 
Kim Wallace:  With regard to the first bullet, you'll notice that there is the word "same" 
and there's a phrase "as if the school employee were eligible under (6)(d)."  I want to 
speak to that so the Board is very clear about what is the same and what is essentially 
the same.  There is a difference that we're introducing here under (6)(d) versus (6)(e) 
and it has to do with how the employer medical contribution (EMC) is applied and the 
effect on what the SEBB Organization is actually paying.  I did mention a little earlier 
that the $1,174 funding rate table was going to come back into play and that we were 
going to reference it.  I will be referencing that in my comments.   
 
What the first bullet is saying is that the employer will actually pay the EMC amount for 
a Tier 1 enrolled employee under (6)(e) toward medical.  The $616 we had been 
showing in the table is going to change, but that EMC is actually the dollar amount the 
SEBB Organization will contribute for a single tier employee.  Times two will actually be 
the amount of money that the SEBB Organization is contributing for medical coverage 
for a (6)(d) employee who enrolls their spouse.  The EMC table Megan walked through 
before that has golden colors, and when you went from left to right, it was showing how 
you multiply by tier and how the EMC and the employee contribution to premium 
monthly were both being multiplied by the tier ratios.  That EMC chart is actually telling 
the SEBB Organization what they will be paying and what the individual employee will 
be paying by tier for their medical coverage.   
 
I'm emphasizing that because that's not exactly the same for employees under (6)(d).  
Under (6)(d), we know that the EMC is driving the employer's contribution to medical, 
the employer medical contribution by its name.  On Megan’s chart, the EMC of $616 
appears at the top of the chart.  When we go to build up how much the employer-paid 



35 
 

share to is sent to HCA to cover costs they're responsible for, you remember the EMC 
gets multiplied by that factor to derive a medical premium contribution for the employer 
on a per subscriber per month (PSPM) basis.  That's the $977 you see on the chart.   
 
So, under (6)(d), the regular SEBB Program, what the funding rate is doing is taking the 
EMC and the employer medical contribution is driving what the employer is obligated to 
contribute for medical.  But, because it's a consolidated statewide purchasing program, 
the SEBB Program is one big statewide purchasing act, we are essentially averaging.  
We're saying the employer medical contribution has to be contributed by the employer 
by tier.  We're not actually saying each and every district is going to be invoiced for 
exactly the tiers their employees enroll in.   
 
That's the contrast.  In terms of what the employer is contributing to medical, if any 
school district who is considering doing (6)(e), they're not paying the funding rate for 
6(e) employees.  They're going to pay by tier the contribution based on what that 
employee enrolls in.  That's how the proposal was written, because the (6)(e) benefits 
program is not a big statewide consolidated benefits purchasing program.  It is a more 
discrete option.  From our view, if the employer is charged the tier that the employee 
actually enrolls in under (6)(e), then the employer is paying for the exact employees that 
they negotiated to cover. 
 
I don't want to make a big deal of this.  When we say, "the same" and "as if they were 
eligible under (6)(d)," that's essentially a true statement.  But there is this nuance.  
Perhaps over the coming weeks, we might get feedback about how to better state the 
top bullet so we can deal with this difference between the statewide EMC driven PSPM 
versus the pay exactly by tier.  We welcome your comments and your ideas. 
 
Pete Cutler:  Actually, this was helpful because, on initial reading, I had assumed, even 
though it said EMC, I was thinking what's referred to as the medical premium 
contribution based on per subscriber rate from Page 3 under Section 5.  I understand 
the essence of the difference is the rate that employers for (6)(d) covered people 
statewide, you have an estimate of what that ratio of adult units are to subscribers and 
you're going to apply that to everybody.  You're not going to go district by district asking 
how many dependents they have.  You're going to average statewide so we'll collect the 
right amount of money statewide if we use this average.   
 
By contrast, you're saying this policy takes the position as well.  But, when you're 
dealing with collective bargaining groups, there'll be a wide variation, so a statewide 
average would not be appropriate.  You actually will use the EMC, which is based on 
how many adult units.  I understand children/dependents count as some proportion of 
an adult unit, so if you have a bargaining unit come in for whatever reason, and there a 
lot of dependents in that group, the amount the employer will have to pay will reflect 
that.  And if there are very few dependents, that would also be reflected because it 
would be driven off the EMC, which looks at how many adult units you have.  I had 
missed that originally, so I appreciate you bringing it up.  Now I understand it. 
 
Dave Iseminger:  I want to add another layer to it.  I want to include what the 
implications are for what the employee will pay.  Under (6)(d), there is a statewide 
average.  When you take off that average and go on a district-by-district basis, the 
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employee will not pay the average because there's no average in the (6)(e) world.  That 
means we're applying tiered rates instead of a composite rate in this (6)(e) world, which 
means some employees may pay a little more than if they were a (6)(d) employee, or a 
little less, not exactly the same amount, because it will be on a tiered basis.   
 
The legislation says the (6)(e) world has to be an enhancement, not part of basic 
education dollars.  We have to ensure that there's not inappropriate cross-subsidization.  
It is as similar as it could be, but we could not ensure that an employee will pay exactly 
the same as if they were a (6)(d) employee.  By anchoring it to the same EMC that's in 
(6)(d), it makes it close.  Some will pay a little more, some will pay a little less.   
 
Kim Wallace:  I will think through some of the detailed scenarios and tables that we 
have plan by plan and bring back potential impacts on employees. 
 
While we’re on the topic, the 1.586 factor in that table, is essentially saying, if we knew 
that every single (6)(d) employee across the state was going to enroll as a single 
employee, the factor would be one.  If we knew that every single employee was going to 
enroll as a full family, the factor would be three.  But we're saying it's somewhere in 
between and that, on average, the tier that employees are going to enroll in is not one, 
it's not two, it's not 1.75, it's not three.  It's 1.586.  We are refining that number as well.  
You'll see a slightly updated factor there. 
 
Pete Cutler:  As a Board Member, I definitely would like to see examples, 
hypothetically, obviously; but it would be nice if you had specific districts, even 
hypotheticals, of the kind of mix of people in the unit that was brought in, how it might 
look to the employer and to the employees.  I feel uncomfortable dealing with it in the 
abstract.  I prefer to see some examples.  Thank you. 
 
Dave Iseminger:  I'm sure stakeholders would also ask for examples. 
 
Rob Parkman:  We did a little stakeholdering on the (6)(e) issue and received feedback 
from a couple of stakeholders.  One stakeholder, basically, their whole desire is to make 
(6)(d) and (6)(e) as close as possible.  The other stakeholder wanted actually the widest 
range of options as possible for future negotiations. 
 
Dave Iseminger:  That was stakeholder feedback on a prior iteration.  We don't usually 
pre-stakeholder resolutions, but we knew this was going to be a long journey on this 
particular topic.  We'll see what the stakeholder feedback is for the newest iteration. 
 
Rob Parkman:  I’ll now share transition-type resolutions for go live.  We're done with 
the (6)(e) discussion for now.  The next proposed resolution is:  Proposed Policy 
Resolution SEBB 2019-06 – SEBB continuation coverage eligibility for school 
employees not eligible for benefits under the SEBB Program.  If a school employee 
enrolled in medical, dental, or vision under a group plan offered by a SEBB 
Organization on December 31, 2019, and they lose eligibility because they are not 
eligible under the SEBB Program, they may elect to enroll in one or more of the SEBB 
benefits: medical, dental, or vision coverage.  These benefits will be provided for a 
maximum of 18 months on a self-paid basis.  This is more generous eligibility than 
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required by statute and will provide eligibility to school employees who will not meet the 
SEB Board eligibility criteria as of January 1, 2020.   
 
Proposed Policy Resolution SEBB 2019-07 – SEBB continuation coverage eligibility for 
dependents already on a SEBB Organization’s continuation coverage is another 
transition resolution.  If a dependent of a school employee who is continuing medical, 
dental, or vision coverage through a SEBB Organization on December 31, 2019, they 
may elect to finish the remaining months, up to the maximum number of months 
authorized by COBRA for a similar event, by enrolling in a medical, dental, or vision 
plan offered through the SEBB Program on a self-paid basis.  This is more generous 
eligibility than required by statute and it provides eligibility to a dependent of a school 
employee who is already on continuation coverage as of December 31, 2019.   
 
Lou McDermott:  I want to understand this.  We have resolution 2018-58 where we're 
saying if a dependent is no longer covered, we're giving them 36 months.  But, if the 
subscriber is no longer covered -- 
 
Rob Parkman:  We're basically tying it to COBRA so there's different COBRA 
requirements depending on the employee versus the dependent. 
 
Lou McDermott:  And what I want to understand is the linkage.  If you have a 
subscriber with dependents who are both no longer eligible, does the dependent get to 
go 36 months and the subscriber is a different timeframe? 
 
Barb Scott:  No.  Let me describe the populations that fall within these.   
 
I’ll describe SEBB 2019-06 first.  Under this population, you have school employees 
who, as of December 31, will lose coverage because they will not be eligible under the 
SEBB Program.  They're losing coverage, but it's not based on a COBRA recognized 
event, specifically a reduction in the number of hours, or termination.  This policy 
extends COBRA benefits to them for the number of months that an employee who loses 
eligibility based on a reduction in hours would receive, 18 months.  This would include 
their dependents who lose coverage.  They would also be eligible for 18 months.     
 
When you look at 2019-07, we've said a dependent of a school employee who's 
continuing coverage.  They've already had an event occur so they are already self-
paying for their coverage under the district program.  For example, a domestic partner 
where the domestic partnership is dissolved and they lose eligibility under the district 
plan this summer, most districts probably already have a provision within their group 
health plan contracts that says to treat that person like they had a divorce and give them 
equal coverage.  (e.g., a dissolution of domestic partnership occurs July 2019, and 
under the district group health plan they're allowed to continue coverage for 36 months, 
they would get no more under SEBB than the remaining number of months, an 
additional 30 based on already having used six months.     
 
We're trying to identify people who would not be eligible to continue coverage under 
COBRA and we’re bringing you policy resolutions to address the eligibility for the ones 
that aren't covered by federal regulation.  I hope that helps with these two policies. 
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Dave Iseminger:  Lou, I think the main point is, under COBRA, different triggering 
events have different lengths.  What the team is doing is looking at what is the most 
analogous event as if COBRA were applying to them.  Sometimes it's 18 months and 
sometimes it's 36 months.  It's trying to align to the event scenarios.   
 
Barb Scott:  And we're hoping it captured that by saying it’s for a similar event. 
 
Rob Parkman:  We will send these out to our stakeholdering group and start that 
stakeholdering process.  We will bring these resolutions back for action at the March 
meeting. 
 
Pete Cutler:  How critical is it that the Board take action on these in March?  I'm 
thinking that some of us are going to want to see some of those examples on the ones 
dealing with subsection (6)(e), and perhaps there'll be others who have questions about 
the last two resolutions. 
 
Dave Iseminger:  We are starting to, in the March/April area, come up against the rule 
making timeline to be able to get things codified in the Washington Administrative Code 
and the second rule making activity.     
 
Barb Scott:  The other factor, especially on these continuation coverage proposals, is 
that we're preparing communications for SEBB Organization membership.  Since some 
domestic partners will be losing coverage, we would like to communicate what the 
Board has decided, if there is a continuation coverage option for them.  It will be the 
same for employees who are currently eligible and will lose eligibility this coming 
December.  We want to be able to provide the districts and others with information 
about what's available to school employees for those that may become eligible under 
(6)(e), as well as communicating what the Board has decided if there is a continuation 
coverage option for them.  We're trying to get our forms and documents in place, but 
mainly communication, being able to make sure we provide a clear picture of what's in 
front of them. 
 
Dave Iseminger:  Pete, I believe it’s important but I will have the team confirm the rule 
making timeline does, in fact, require action in March.  If there is any discretion or 
flexibility to push into April, we'll clarify that in March.  The strong preference is, we are 
getting very close to the cutoff piece. 
 
Pete Cutler:  Well, I appreciate that.  That's all I could ask as a Board Member.  But I 
would hope that you could communicate to us before the Board Meeting because, if we 
have to cram in some kind of looking hard at what are the implications because it's 
really important to have a vote on March 7, then I'd like at least a week’s advanced 
notice that's what we're facing.   
 
Barb Scott:  Is that for the examples, Pete? 
 
Pete Cutler:  Primarily, it's dealing with that.  That's the area I personally have the most  
concern.  I'm not quite sure that all the key questions have been answered or that I 
understand the implications.  That would be the package, those five resolutions, the 
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question of do they have to get locked in by March.  Can they wait until April just to 
make sure we have enough time to make an informed vote. 
 
Procurement and Rates Updates 

Cade Walker, ERB Executive Special Assistant and Kim Wallace, SEBB Finance 
Manager.  There was a significant amount of work and Board action taken in the last 
year regarding procurement activities and benefits.  I'm here to provide a brief overview 
of where we're at with procurement and then Kim will give an update on rate setting.   
 
Slide 2 – Medical.  I’ll start with the fully insured medical plans.  We have six apparently 
successful bidders that we are in the process of contract negotiations.  Those six 
apparently successful bidders are Aetna, Kaiser Northwest, Kaiser of Washington, 
Kaiser of Washington Options, Premera, and Providence.       
 
The implementation plan is a very different set of actions we take when we are no 
longer in negotiations.  How do we get the plans established and ready for 
administering the contracts?  While contracting implementation planning is ongoing, that 
will not constrain the Board's ability to continue to refine the plan design and the final 
benefit offering decisions as rate setting continues.  None of this will limit your ability to 
continue adjusting plans as needed in the coming months.  Additionally, under the 
Uniform Medical Plan (UMP) Plus plans, those are being negotiated with the Puget 
Sound High Value Network and the UW Medicine Accountable Care Network (ACN).  
Those contracts are also ongoing.   
 
Slide 3 – Dental and Vision.  There are three different plans on the dental and vision 
procurements.  There is the self-insured Delta Dental Plan.  They have agreed on the 
plan design and the not-to-exceed rate.  On the fully insured side, there is another Delta 
Dental Plan and the Willamette Plan.  They have also agreed on plan design, not-to-
exceed rates, and the multi-year rate guarantee.   
 
Dave Iseminger:  What I would say about dental is it seems like we have an agreement 
in principle, just getting it into writing.   
 
Cade Walker:  For the vision benefit, there are three carriers.  There are agreements on 
the not-to-exceed rates and contract negotiations are ongoing.  All carriers are engaged 
in network expansion, meaning they're continuing to contract with additional providers 
throughout the state.   
 
Slide 4 – Life/AD&D, LTD, FSA/DCAP, Wellness.  For life and AD&D, the contract 
negotiations are at the tail end and preparation for implementation planning, and the 
kickoff for those activities has begun.     
 
We are at the tail end of the long-term disability contract negotiations.  Implementation 
on LTD has begun.     
 
The contract amendment to cover the SEBB Program for the work related to the 
Flexible Spending Arrangement (FSA) and Dependent Care Assistance Program 
(DCAP), has been executed.  The rate negotiation is ongoing.   
 



40 
 

The wellness program, SmartHealth, contract amendment has been executed to include 
the SEBB Program population.     
 
Slide 5 – Other Benefits and Services.  We have completed a Request for Information 
(RIF) regarding home and auto insurance.  We've received three responses and they 
are currently being reviewed.   
 
For dependent verification support, the proposals were released and responses were 
received.  We are now in the protest period and expect to be able to announce the 
apparently successful bidder once that protest period has lapsed. 
 
Pete Cutler:  Do I take it from this that the Health Care Authority's plan is to hire a 
vendor specifically to handle the dependent verification with the SEBB Organizations’ 
population when the program is implemented as opposed to that being Health Care 
Authority staff?  Is that what this implies? 
 
Cade Walker:  That's correct, to assist all the school districts with the dependent 
verification.  Dependent verification is typically done by the employer who facilitates 
member enrollment.  This procurement is to provide assistance to the school districts in 
performing the dependent verification for the first open enrollment.  Moving forward, 
after the initial open enrollment, it will be the responsibility of the school districts to 
perform that function. 
 
Dave Iseminger:  It is to help with the bubble that's expected this fall when upwards of 
100,000 people will need dependent verification at the same time.  You will see in the 
demonstration a little bit later how we are going to provide an easy way forward for 
members to provide dependent verification documents and districts to be able to review 
them electronically.  That will also help facilitate the future expectation of districts doing 
dependent verification. 
 
Pete Cutler:  My recollection is last year, when at one or more of the meetings, there 
was some discussion that it would make sense or be helpful to have a longer period of 
time for employees to get their dependent information in with this transition being new.  
Will we get a report on what the plan is at some point? 
 
Dave Iseminger:  After we are able to talk with and begin negotiations with the 
apparently successful bidder, we'll be able to talk about some of the implementation 
plans and if there's opportunities to start dependent verification earlier or what different 
opportunities there might be to either streamline that process or expand the timeframe.  
I know there have been some ideas of pre-verifying people before October 1.  That's 
certainly something that will be under negotiations with the carrier to see if there's a way 
to have that started before October 1. 
 
Pete Cutler:  Then the Board will get a briefing on that? 
 
Dave Iseminger:  Yes. 
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Cade Walker:  We submitted a Request for Information for open enrollment support and 
an online decision support tool.  We received seven different responses on different 
aspects of that request for information.  We are currently evaluating next steps.   
 
Pete Cutler:  This is probably going too much in the weeds, but I'm curious, are you at a 
point where you can give the names of who these seven organizations are?   
 
Cade Walker:  I'm not familiar on procurement rules with an RFI, given that the 
procurement is anticipated to continue with some other aspect.   
 
Pete Cutler:  Well, March will be fine, then.  I would be curious if I recognize any when 
the time comes.  Thank you. 
 
Kim Wallace:  Slide 6 – Rates Timeline.  January 2019 – Medical.  We have received 
the initial not-to-exceed bid rates from the medical carriers.  We have also completed an 
initial not-to-exceed bid rate development for the Uniform Medical Plans.  We are 
reviewing the rate development for UMP internally and making sure we discuss with 
Milliman any aspects of assumptions, various percentages, and trend that they 
assumed.  At this point, it's still at the not-to-exceed level just like we were asking of the 
fully insured medical carriers.  By the end of next week, we will be deriving the initial 
employer medical contribution because that's 85% of the UMP Achieve 2 bid rate.  We 
will be sharing that value with the fully insured carriers because they're very interested 
in knowing how much will be left to the employee who chooses their plan or their plans.   
 
In February, we will negotiate the final not-to-exceed (NTE) bid rates with the medical 
carriers.  We will also be finalizing the UMP plan NTE rates.  We will update the 
financial modeling with all the negotiated final NTE rates.  That will change the numbers 
that we have been talking about in terms of the HCA suggested values for the funding 
rate for FY 2020 and the funding rate for FY 2021.  We've been thinking in terms of 
$1,174 and then the governor's budget, $1,170 and $1,195.  But we are going to be 
having it updated and we will be submitting that update to the Legislature through the 
Office of Financial Management (OFM) by March 1.     
 
Later in March, we will continue to respond to legislative inquiries and requests.  That's 
already started.  We will work with carriers to lower their not-to-exceed levels.   
 
In April, we will continue to respond to legislative inquiries until we end up with the final 
budget at the end of the legislative session.  We anticipate in July that we will propose 
employee premiums for all of the 2020 medical plans for your vote.  Of course, we will 
amend all the contracts to incorporate the final bid rates at that time as well. 
 
August gets exciting because we will be finalizing all member communication materials 
and sending all matter of information out getting folks ready for open enrollment.  And, 
October 1, is the start of the initial open enrollment.   
 
Dave Iseminger:  Also the March Board Meeting is six days after we're expected to 
deliver the updated financial model information to OFM and the Legislature.  At that 
meeting, we will discuss the updated modeling that we will have provided to others.   
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Pete Cutler:  Am I right that, at some point, it may come back to the Board that there's a 
need to tweak, modify, the benefits in order to deal with a funding target, or to reduce 
funding, or to reduce costs to fit within the funding of what's expected?  Are those 
discussion or briefings likely?  Do you have a sense of when they would likely happen 
on the calendar if they do become necessary? 
 
Dave Iseminger:  I would anticipate they would be when we have a better sense as to 
what the legislative funding will be, which could be as early as April, or later, between 
when the funding rate is decided and July.  Obviously, if the Legislature finishes on April 
28 and there's a funding rate, then those conversations can begin in May/June.  
Otherwise, they'll have to be simultaneous with the proposed employee premiums if we 
indeed have a robust July in the works.  You're alluding to the analogy that I've said for 
many months that the Board did 90% of its homework up through November and there’s 
10% refinement to hit the final financial target.  Unfortunately, we won't be able to do 
that exercise until we have the final approved funding rate. 
 
Kim Wallace:  There are two very important, different perspectives on how is this 
funding going to shake out.  From the state budget perspective, it’s the EMC that is 
defining that medical contribution and expense.  The EMC being lower has a significant 
impact on the funding rate, which is relief to the state from a budget standpoint.   
 
The other perspective that's important and comes squarely in your purview is the 
employee premium levels.  Because the difference between a plan's bid rate and the 
EMC is what's left to the employee.  We are teaming well with the carriers but we know 
that there's going to come a time when we are going to be looking at the math and 
seeing exactly where the employee premiums are falling.  That's not a state budget 
issue.  It is a matter of great importance, however.  Is the portfolio of offerings a 
reasonable array?  Is it affordable for people?  Do they truly have a choice?  We're 
watching those employee premiums carefully.   
 
Retired and Disabled School Employees Risk Pool Analysis Report to the Legislature 

Kim Wallace:  This presentation is a follow on to an important conversation we had last 
fall about the legislative report that HCA prepared.  We were charged with analyzing the 
most appropriate risk pool for the retired and disabled school employees.  Slide 2 – 
Background.  The four sub-bullets are the things that we were required to include in the 
report.  I will provide a high-level status of the report, the key takeaways, our 
recommendations and the actions, the next steps, and what's happening with the report.   
 
Slide 3 – Status.  We consulted with this Board and the PEB Board on September 17 in 
a joint meeting.  We did complete a draft report.  There were many levels of review and 
approval.  It was submitted to the Legislature on January 17.  I do acknowledge that it 
was due in December but we learned of a couple changes with our discussions with 
OFM that were appropriate to make.  I believe it's available now in its totality at the link 
noted on Slide 3.   
 
Slide 4 – Recommendations.  We set forth that there are two appropriate risk pool 
structures for school retirees, in addition to the Medicare pool.  We're focusing on what 
happens with the non-Medicare retirees.  There is a desired future state based on 
Board comments and other stakeholder feedback that led to a strong support for 
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creating a non-Medicare risk pool for SEBB like the one that exists for PEBB.  Having 
those early retirees stay in the same risk pool they were in when they were active, 
having the same plan choices was a compelling scenario for many people, including 
both Boards.  That was established as the desired future state.  There is little to no cost 
impact on the retirees and employees.   
 
The real key point is that it would minimize disruption for people.  There is disruption 
when people enroll in Medicare.  I think that makes more sense to people.  At that time, 
they know that's a significant change in their health coverage.  We did say in the report 
that an implementation date of this new non-Medicare risk pool in SEBB of January 1, 
2022 was appropriate.  That would be the earliest.   
 
We pulled a group of people together and walked through the many different 
requirements, constraints, all that would need to be put in place to be changed, 
including statute, etc., in order to be ready to truly implement in a high quality way.  We 
did say we would need at least these two years.  We also said that until the constraints 
are addressed and resolved, assuming they are, we recommend continuing the current 
risk pool structure where the SEBB pool is active only.   
 
Even in the desired future state, there would be a single Medicare pool in the PEBB 
Program, so school retirees who are Medicare eligible would be as they are today, 
together with PEBB state retirees.  It shouldn't be shocking to anyone.  We heard your 
comments, many of which were included almost verbatim in the Appendix.  Names were 
not included, but we thought it was a strong statement of support for this 
recommendation.   
 
Dave Iseminger:  We delivered the report this month.  The Legislature could choose to 
take action in this legislative session.  It seems there are plenty of things to talk about 
that don't relate to this.  Given our timeline recommendation, it could be debated in a 
future legislative session rather than the one just convened.  I wouldn't be surprised if 
there wasn't significant discussion on it this legislative session.  It's not necessary for 
the Legislature to talk about it this year if they don't want to.   
 
Pete Cutler:  Having worked in that environment, they don't like to make decisions that 
involve money and might involve political pain until they absolutely have to. 
 
Kim Wallace:  I do have a bit of follow-up information in response to your earlier 
question, Lou.  You were asking about how much of those funding rate amounts are for 
the buildup of the PSR? 
 
Lou McDermott:  Correct.  The buildup of the Premium Stabilization Reserves (PSR) 
and the repayment of the loan. 
 
Kim Wallace:  I have the first one.  There is about $60 Per Subscriber Per Month 
(PSPM) in the $1,174 and $1,170 in the Governor's budget for the buildup of the PSR. 
 
Lou McDermott:  The loan's fairly small? 
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Kim Wallace:  In FY 2021, it gets cut in half to $30, because it's only half of FY 2021 
that's building up the funding rate in calendar year 2020.  The one point that's important 
to consider about potentially slowing the rate of build up to the PSR is that there are 
important dynamics and impacts that go beyond just spending a little less and spreading 
out the cost because this buildup of the PSR is in the UMP bid rate development.  If we 
lower the amount of the reserve requirement in that bid rate development, that will not 
only lower the bid rate of the UMP plans, including Achieve 2, it will lower the EMC.  
What we do to the UMP bid rate on Achieve 2 does have implications that flow through 
the funding schema and would have an impact on the carriers and their bid rates.   
 
We are hearing that there are decision makers thinking about slowing the buildup of the 
PSR, slowing the repayment of the loan.  The repayment of the loan is different 
because it's not in the bid rate development.  We're carefully following those thoughts 
and that thinking process wanting to make sure the full story is considered. 
 
Lou McDermott:  Inherently, we all know that sort of the hip bone is connected to the 
leg bone.  We know that in the rate setting process, everything impacts everything.  It's 
all connected.  As we go through the legislative process and we see the Senate's 
budget and we see the House's budget, they'll be making some of those tweaks and 
making sure the Board is aware of the tweak and how it's rippling through the rates.  It's 
causing this to go up, or because of this, it's causing this to go down.  Those inner plays 
just take a while to learn. 
 
Dave Iseminger:  As we describe the budgets at future meetings, we'll make sure to 
describe levers and the relationship between them.  We'll answer any other questions 
that people have in the follow-up portion of the next meeting.   
 
Pete Cutler:  Thank you, Lou, for bringing up the point.  I was going to say that I'm sure 
budget staff are being instructed to look for every possible tweak they can.  I'm sure 
there will be ongoing discussions between this agency, OFM, and those folks.  It really 
has no relevance to decisions we're making but I'm curious if you look at the rates right 
now, there's $1,170 and then $1,195, which would seem if you knew nothing else, you'd 
think the inflation trend is really low, if you didn't know about these things that are one-
time parts of the cost in the first fiscal year.  My simple question is can we get a sense 
at the next meeting of what the ballpark estimate for medical inflation trend for 2021 and 
going from there?   
 
Lou McDermott:  Medical including pharmacy and split out? 
 
Pete Cutler:  Yes. 
 
SEBB My Account 

John Bowden, John Bowden, Manager, School Employees Benefits Section.  I'm going 
to discuss SEBB My Account today.  That's the online portal that's going to be used by 
both employees for making benefit selections, and by benefit administrators, the 
personnel/payroll staff, to upload and manage eligibility files and dependent verification.  
Jerry Britcher, Chief Information Officer, is going to provide you with a demonstration 
of what’s been developed to date. 
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Slide 2 – What happens after . . .?  This Board has been doing a lot of work around 
establishing eligibility and enrollment criteria, making decisions about offerings, and 
you'll be approving plan rates in the not too distant future.  Shortly, the employees are 
going to choose plans and supplemental benefit options.  HCA will send enrollment 
information to the carriers to make sure employees are enrolled.  We'll send invoices to 
school districts, ESDs, and the charter schools.  We'll make the payments to the 
carriers.  SEBB My Account is how the employees make decisions and select their 
benefits.     
 
We’re about halfway through developing the online open enrollment systems.  We’re 
involving stakeholders in the development process as we go.  We've had several 
meetings and there were a few sneak previews of the demonstration you're going to see 
that we shared with representatives from the ESDs, school districts, and some PSE and 
WEA folks.  There will be testing along the way.  We'll bring people in from the outside 
to assist with the testing.  We want to make sure the system doesn't crash when with 
the initial enrollment.  We will have as many as 150,000 people trying to get on at one 
time.  We'll provide lots of training and assistance to the SEBB Organization personnel 
and payroll staff on how to use it.  We'll be putting together how-to videos and other 
resources that employees will be able to use as they make their benefit selections. 
 
Dave Iseminger:  When we say training SEBB Organization personnel and payroll staff, 
we're also going to be training many of our union partners who want to participate and 
understand this enrollment system.  If there are questions that their members are 
asking, they'll be able to help them navigate the system.  When you see things that say 
personnel and payroll staff, put as a parenthetical after that "and union partners" 
because we are going to be collaborating with the Super Coalition to have them helping 
people navigate the system as well. 
 
John Bowden:  In March, we'll have a training session at WASWUG, which is the 
Washington School Information Processing Cooperative (WSIPC) User Group.  In May, 
we'll have several training sessions at the Washington Association of School Business 
Officials (WASBO) Conference.  Health Care Authority staff are going to ESDs to 
provide what might be two-day trainings, one portion being on enrollment and eligibility 
and the other being entirely on SEBB My Account, how to use it and how to assist 
employees in using it. 
 
Dave Iseminger:  I know a fair amount of school employees are used to getting a 
screen shot manual of how to do things.  We are aware that is a practice that some of 
the school districts have offered.  We have something in the works in that development 
as well to see if there's a way that we can provide a resource like many school 
employees are used to receiving.  We are trying to think about this holistically.   
 
I do want to make sure it's clear that, although we are focused on this online enrollment 
experience, we also know there will be paper enrollments.  Not all school employees 
have access to computers on a regular basis.  There will be a paper-based option that 
supplements this online enrollment.   
 
We aren't building SEBB My Account in a complete black box.  The agency does have 
experience.  We have a PEBB My Account feature now.  It's limited in its capabilities in 
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that you have to already be enrolled in benefits and then you're allowed to make plan 
changes within PEBB My Account.  It did not have an initial enrollment experience.  
That is an upgrade for SEBB My Account versus PEBB My Account.  We are taking our 
experience from the PEBB IT system, reinvigorating it, and adding much more 
functionality.   
 
John Bowden:  I was asked yesterday in a SEBB My Account demonstration as to 
whether a paper option would be available and if there is an option in foreign languages.  
We're not able to do SEBB My Account in foreign languages, but we will have paper 
enrollment forms.  We can look at making translations on those forms.  We'll be able to 
image any paper forms coming in and have that information automatically entered under 
SEBB My Account.  An important piece behind SEBB My Account is that we want to 
make sure the personnel/payroll staff in the districts, ESDs, and charter schools do not 
have to do massive amounts of keying.  The employees will be able to do a lot on their 
own.  We'll also be able to front load a bunch of information about employees so it will 
already be there when they go online to sign up.   
 
Jerry Britcher, HCA CIO.    Hi.  I'm Jerry Britcher.  A little background about how we're 
going about doing this.  We are developing this front end in two-week increments.  The 
video you're going to see basically is the first six iterations for six two-week increments.  
We continue to add functionality.  Basically, every two weeks there is additional 
operational functionality added to the system.  At our current rate, we're about four 
weeks ahead of schedule.  There's also backend development occurring so the old 
PAY1 system that supports the PEBB solution is also the backend for SEBB.  It's a 
different development effort, but the functionality you see at this point in time is not tied 
to that backend functionality that occurs later in the process.  So, what you're seeing is 
really both what the employee will experience, as well as the pers/pay staff or anyone 
doing administrative-type functions within the system.   
 
Dave Iseminger:  When we say front end and back end system, front end is what the 
member or the business official at the district would experience.  That's the visible part 
of the system that would capture the enrollment selections.  The back end is where the 
golden record is kept and is the system used to send carrier and payroll integration files.  
That's not something members would necessarily have insight into. 
 
Jerry Britcher:  The current plan has always been we will wrap up development by 
April, which is when we begin the testing.  Testing includes both in-House testing to 
ensure the functionality is working correctly and with SEBB Organization staff so they 
can see what the system is like and does this actually make sense from their 
perspective, not just our perspective.   
 
Video demonstration started.  
 
Lou McDermott:  Jerry, during the presentation, it said your statement of insurance will 
be available when you start receiving benefits.  Can you downloaded it earlier?  Do you 
have to wait until January 1, 2020? 
 
Jerry Britcher:  You won't be able to download it until January 1, 2020. 
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Dave Iseminger:  The statement of insurance feature will reflect the existing state of 
enrolled benefits as of January 1, 2020.  Members won't have the ability to print a 
statement of insurance for benefits that exist in the current system that are effective 
prior to January 1, 2020.  Once the program is up and running, at any point after 
January 1, 2020, you'll be able to get a statement of insurance to show your enrollment 
and have one document that verifies enrollment for you and all of your enrolled 
dependents. 
 
Pete Cutler:  In my vague recollection, a statement of insurance actually has a 
definition within the insurance industry; and by definition, it can only be for what 
insurance is in place as of the date it's generated.  Will there be a functionality that will 
allow a person to print what they signed up for, effective January 2020? 
 
Dave Iseminger:  Let's say I'm an eager school employee and I go in on October 1 and 
I make all my plan changes, and come November, I can’t remember what I signed up 
for 30 days ago.  Is there something that people will be able to access between their 
election and January 1?  Is that what you’re asking? 
 
Jerry Britcher:  At this point, we haven't included that, but we certainly can.  The 
purpose of doing a demo is to get feedback.  If that's a desired functionality, we can 
certainly add that. 
 
Terri House:  Like an election of benefits? 
 
Lou McDermott:  Yes.  Different parts of the site will show all the pieces, but it would 
be nice if it all came together.  That's why I was asking about a statement of insurance.  
It comes together nicely there.  If it could come together in some other way for them so 
they can print and know it's set, that’s great, too. 
 
Pete Cutler:  Some of us have spouses who were a little skeptical of our ability to follow 
through on internet functions.  It's nice to have a physical print out. 
 
Dave Iseminger:  In editing the demo, one sentence ended up on the editing room 
floor.  An expected feature is the ability for a school employee to upload dependent 
verification documents.  You could take a screenshot of your birth certificate from your 
smart phone and upload it.  Or you could take a file from your computer hard drive and 
upload it into the system.  Then the district official would be able to view that document.  
You saw the drop down used to identify the uploaded document.  That would be the 
verification.  There would also be an auto purge feature of the documents.  The intent is 
not to maintain longstanding records of the dependent verification documents.  If there 
were a dependent verification project in the future, people would have to resupply that 
documentation.  We believe people are more comfortable if they know it's purged rather 
than maintained.   
 
If someone doesn't want to put their document in the system, they could physically show 
the district business official their birth certificate.  That business official would log into 
the account and indicate they saw a birth certificate and check done. 
 
Lou McDermott:  Jerry, that brings up a good point.  This is mobile friendly, correct? 
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Jerry Britcher:  Yes.  As it's designed, it will automatically reformat to the device you're 
using.  It’s not a mobile app per se.  What it is, is your browser.  SEBB My Account will 
auto format to smart phone, tablet, or PC.   
 
Pete Cutler:  I would imagine, especially your business folks at the school districts, 
would want to go into more depth, especially as you get more of the functionality built. 
 
Jerry Britcher:  We've already started meeting both virtually and live with some school 
districts and actually demonstrating the system live as opposed to a recorded video so 
they can ask more detailed questions.  Those have gone well so far.   
 
Lou McDermott:  You have done a great job on that, Jerry. 
 
Pete Cutler:  Are there plans to do some kind of stress test to see what happens if 
40,000 employees want to access the system on the same day? 
 
Jerry Britcher:  That's actually part of the testing design.  On our end, we call that load 
balancing.  This whole environment is within the Amazon Web Cloud Services 
environment, designed by default to expand and contract based on usage.  But, yes, 
that is part of the plan. 
 
Dave Iseminger:  Perhaps that might be something the Board's interested in hearing 
the results of that stress testing to make you feel more comfortable about this 
enrollment opportunity.  We can certainly share that when we're at that point. 
 
Pete Cutler:  Towards the very end of my career, I was around when the Washington 
Benefit Exchange went up and ran into some of those kind of problems.  I have to admit 
personally, I would like to hear how that goes. 
 
Lou McDermott:  I know not all benefits will be selected on that tool.  MetLife will be a 
separate site.  I know there were issues with original sign up with MetLife.  We buried 
the system.  Have those issues been corrected or will they be addressed for the next 
round? 
 
Dave Iseminger:  Lou is right.  It’s called “My Benefits,” MetLife’s portal for online life 
insurance enrollment.  We will have appropriate linkages from SEBB My Account to that 
platform for that benefit election.  Lou is referring to when we did the reboot of the life 
insurance benefit in November 2016 for PEBB.  We told MetLife to expect that there 
would be significant interest.  They said their load testing and stress testing said they 
had it!  We have members in the PEBB Program who are used to doing things in the 
last 48 hours.  We crashed their system.  It turned out that, in the end, MetLife said the 
enrollment that the PEBB Program population went through was among the top three 
that they'd had in their company's history, which if you know anything about MetLife, it's 
a very long history.  We ended up extending open enrollment for a little while.   
 
Public Comment 

Julie Salvi, Washington Education Association.   
Doug Nelson, Public School Employees. 
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Julie Salvi:  I wasn't here for the legislative background, but, as representatives of the 
Coalition, we wanted to come up and share with the Board a little bit of what has been 
going on with the Coalition.  As you probably heard, all of the organizations in the 
Coalition have ratified the agreement.  And now, we are all working together to 
implement the funding of the SEBB Program.  There were presentations recently, a 
letter is being circulated among legislative members, and we are starting as a Coalition 
to work together, meet with legislative members as a group, and have discussions 
about the School Employees Benefits Board funding and implementation.    
 
Doug Nelson:  And I'll just speak for the rest of the members on the Coalition.  It's been 
really exciting and I think the teamsters representative said it best, “It was great to see 
the K-12 labor community working together so well; whether it's the Principal's 
Association, the AFT, the operating engineers, teamsters, PSE, NWA, it's been an 
unprecedented experience and very positive for the groups.”  I have to tell you, the 
legislators we've been meeting with really appreciate how united we are.  We look 
forward to the next three months and a successful conclusion in April when the 
Legislature approves, and the governor signs, the budget. 
 
Lou McDermott:  April, did you say?  I like that. 
 
Julie Salvi:  We're optimistic.  Thank you. 
 
Dave Iseminger:  We have a copy of the letter that Julie and Doug were referencing 
and when we send you the link for yesterday's Senate Ways and Means work session, 
we'll include a copy of the letter that was distributed to legislators in the last few days. 
 
Fred Yancey:  Mr.  Chair, members of the Committee.  Again, thank you for all the hard 
work you do.  I wrote down some notes as the meeting went on so we have to start at 
the beginning and then I'll work to the end.  As always, I apologize for any ignorance 
that I show.  But, we have natural states and that's one of them for me.   
 
You started the meeting with a brief presentation that the Ways and Means had a 
hearing yesterday on the status of SEBB.  And it was a good brief presentation on the 
whole process.  There was certainly a feeling in the room, for myself as well, that all 
employees are entitled to health insurance, health, vision, dental, that it's the humane, 
it's the right thing to do.  That was not in dispute by any of the parties at all.  What was 
in dispute was at least two members are still very concerned because the members are 
lacking information on the fiscal cost impact that this is going to have on school districts.  
And that's the difference between funding on a prototypical school model and the fact 
that a school district has to provide a headcount sort of benefit.  I've heard from many 
legislators, and staff said as much as well, and I anticipate in today's hearing that they 
have at 3:30 on the House side they'll say the same thing, is they don't have information 
on that impact.  And I believe it's in the millions of dollars.  And so, legislators need to 
know that.   
 
The issue of the (6)(e) people, whether it's a permissive topic to negotiate really is an 
issue that needs to be defined because that's going to open up a whole new round of 
negotiations for school districts and have potential impact.  Along those lines, and this is 
the first time I've heard this phrase, and schools have been called political subdivisions, 
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they've been called local educational units.  I think you're calling school districts now a 
SEBB Organization.  First time I've heard that term.  And, when you say a SEBB 
Organization that elects to locally negotiate, I think you're saying a school district or, 
potentially, if the waiver bill goes through, an individual school.  If so, I think you need to 
define that. 
 
Dave Iseminger:  Fred, sorry to interrupt you.  But that is a defined term.  We've 
described it to the Board before, but it also was done in the rule making activity.  “SEBB 
Organization” means school district, educational service district, and charter school.  
We didn't want to say district over and over because the entities that are part of the 
SEBB Program are more than just school districts.  It is a defined term in WAC.  If 
anyone wants to look at the WACs that are codified by the Code Reviser, they're in 182-
30, 182-31, and 182-32.  There is also a definition of SEBB Organization. 
 
Fred Yancey:  I don't dispute that fact at all.  What I'm saying is if I read that as a lay 
person, you are the SEBB Organization in my mind.  That's what comes to my mind 
when you hear that phrase “a SEBB Organization.”  I read this and I'm thinking that 
means you get to come into my district and negotiate.  I'm just reading it as a lay 
person.  I understand that, technically that's why schools can be called political 
subdivisions or local education units.  They're referenced in the law and in all sorts of 
various abbreviations.  But I'm just sharing my perception.  When you use the term 
"SEBB Organization," I think it will cause confusion.   
 
It has been said, and I just want to reinforce, on those resolutions in the (6)(e) section, 
examples are needed.  I think, in fact, every resolution that's come before you, it helps 
to have an example.  The resolution on dependents, this goes back, and then there was 
one in the appendix and I think you changed it.  Do you know what I'm referring to, 
David?  It dealt with dependents. 
 
Dave Iseminger:  I think you're referring to Resolution SEBB 2018-57 or SEBB 2018-
58.  
 
Fred Yancey:  But you took out a definition of domestic partners, children, and so forth, 
for verification, and just said dependents.  I forget the phrase. 
 
Dave Iseminger:  It's Resolution SEBB 2018-58.  This is where we realized last month, 
whenever we presented it, that it actually carved out the very people that we were trying 
to include.  When we said it originally, that a spouse or state-registered domestic 
partner of a SEBB Program eligible school employee who will no longer be eligible, 
those are the very people who will be eligible because of the decision.  We made it 
“dependent” for purposes of the resolution.  As we go forward, we'll make sure it's clear 
in the communications.   
 
Fred Yancey:  Clarity on what a dependent is, because that was confusing to me.  The 
retiree report was part of what you were charged with to determine, analyze the need 
for, and the amount of an ongoing retiree subsidy allocation from the active school 
employees.  There is a small reference made to that in the report.  And it just wasn't 
highlighted during the presentation here.  I think what it said is that, if you move to 
option one, it looks like the subsidy could be reduced by something like $12 or $13.  It 
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sticks in my mind something along those lines.  But that's a cost to school districts.  
That's the important thing for them to look at because they pay that. 
 
The SEBB My Account, I'm real impressed.  I really like that, other than I think it would 
scare me as a user just to give you some feedback, that whole concept of uploading a 
document.  I don't have any idea.  What I'm going to do is take my birth certificate to the 
business office and say here it is.  Of course, that's going to add a workload issue to the 
business office, unless it's real clear that you can photograph it and send the 
photograph in using your phone, but I think people aren't proficient in the concept of 
uploading their own documents.  We can download anything.  It's the other direction that 
we have a problem.   
 
The statement was made early in the meeting that there's a small loan that needs to be 
paid.  If my memory serves me correctly, I think it's $26-plus million that you're talking 
about being paid.  I don't know where you come from, but that's not a small loan.  And it 
was stated in the hearing the other day that the state gave money.  I like to pay 
attention to words.  The state funded this program.  Well, they really didn't fund this 
program.  They loaned this program money.  We, as school districts, are funding the 
program.  That's an important distinction I haven't lost sight of, and certainly, it relates to 
what I don't consider as a small loan that schools have to pay back.  It's just an 
additional cost and thank goodness it will go away.   
 
Dave Iseminger:  One thing for the record, the administrative loan for the current 
biennium was $28 million.  That included the ability to do the IT build, which is also the 
retrofitting of Pay1.  There's also a second loan needed to bridge from July 1, 2019 to 
December 31, 2019 before the funding rate would kick in and have the administrative 
aspects to the program.  That's the nature of the loans being described. 
 
Lou McDermott:  And, to your point, I don't think anyone thinks $28 million is small.  
But, when we were talking about it in the totality of the funding rate, what portion of it 
was associated with the loan versus what portion is associated with the reserves, it's 
relatively small.  Agreed, $28 million is a lot of cash.   
 
Preview of March 7, 2019 SEB Board Meeting 
Dave Iseminger:  We will bring the Board more information about the seven resolutions 
Rob presented today and we hope to take action on them.  In addition, we’ll tee up 
resolutions for the next month – more transition rules for things that could help during 
the initial transition of benefits from the current system to the SEBB system.  The 
concept of error correction which is, inevitably, when you have this large of a system, 
people are going to make mistakes and what are some of the rules and guidance that 
will address those mistakes.  There's another concept that relates to cancelation of 
coverage for dependents.   
 
We'll have a finance discussion because we will have just delivered the financial 
modeling Kim referred to the Legislature.  We won't have legislative budgets to talk 
about but we will talk about the updated model.   
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There should be some benefits updates.  For example, the new and updated vision 
provider networks.  Molly and Ryan will be here for part three of pharmacy 101.  They’ll 
be bringing and describing policy levers for managing costs within pharmacy.   
 
We have another section building from today's SEBB My Account with other operational 
readiness updates.  Things the agency is doing from the administrative perspective, 
about how we're going to support districts, both in IT as well as training.   
 
There were some references today about a work session today at 3:30 p.m. in the 
House Appropriations Committee.  It's a staff presentation, not a panel like yesterdays 
in the Senate.  If you were to watch one versus the other, I encourage you to watch the 
House panel link we're going to send you because it has different stakeholder 
perspectives and is not just a legislative staff presentation.   
 
Next Meeting 
 
March 7, 2019 
9:00 a.m. to 5:00 p.m. 
 

Meeting adjourned at 2:48 p.m. 
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Follow up from June 12, 2019
SEB Board Meeting

• Current enrollment and plan design for 
school employees in KP Washington Plans
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UMP Plus

• Resolution passed June 2018 to establish UMP Plus for 
the SEBB population

• Purpose to achieve the triple aim for all members: better 
health, better care, and lower costs

• UMP Plus places more responsibility for achieving triple 
aim on the providers

• UMP Plus works to effect change through unique 
partnerships between networks and HCA

2



Value-Based Purchasing
High value, Low cost

Accountable Care: Network of providers accountable 
for their performance

• Establishes financial and quality guarantees the networks 
must achieve through a combination of effective care delivery 
models, aligned health system reimbursement, and financial 
incentives

UMP Plus: Two accountable care provider networks

• UMP Plus – Puget Sound High Value Network (PSHVN)

• UMP Plus – UW Medicine Accountable Care Network (UW 
Medicine)
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UMP Plus Benefits

• Competitive Premium with:

-Flexibility to choose PCP, hospital or other 
health care provider within the Plus Network

-Lowest Deductible of UMP Plans  

-Primary Care Office Visits covered 100%* 

-No Prescription Drug Deductible

-Coordinated Care 

-No referral needed for specialists
*Other related services received covered at the standard rate
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UMP Plus: Network Design 
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PSHVN/UW Medicine



UMP Plus: Clinical elements

• Accountable care approach moves elements of 
management traditionally done by insurer to the 
provider system

– Utilization management (partial)

– Responsibility for quality outcomes

• Contracts include clinical requirements

– Quality: measuring patient outcomes

– Care transformation: improving the way care is delivered
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Quality Improvement Score (QIS) 
Measures

15 Total Measures for 2020
• Three Diabetic Measures (A1C, BP, Eye Exam)

• Two Depression Rx Measures (Acute and Continuous) 

• One Immunization Measure (Child Combo 10)

• Four Screening Measures (Cervical Cancer, Breast Cancer, 
Colon Cancer, and Chlamydia)

• One C-Section Measure (Low-Risk, first-time mothers, or NTSV)

• Four Member Experience Measures (Timely care, provider 
communication, office staff and overall provider ratings)
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Care Transformation
Improving the way care is delivered
• ACP Contract requires participation in programs and projects 

based on local and national standards 

• Bree Collaborative (Washington)
– Creates best practice guidelines in areas of care variation

– Networks required to implement guidelines and report to HCA

• Foundation for Health Care Quality (Washington)
– Clinical Outcome Assessment Programs (COAPs) collects clinical data 

to drive care improvement in obstetrics, spine surgery, and cardiology

• Primary Care Medical Home (PCMH) 
– Comprehensive, whole-person care coordinated by primary care team
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Care Transformation
UMP Plus Quality Improvement

2020 Quality Improvement Plans:
• Care coordination for high-risk ACP Members

• Obstetrics/maternity care improvement plan*

• Potentially avoidable hospital readmission strategies and 
improvement plan

• Total knee and hip replacement surgery standards*

• Spinal fusion standards*

• Low back pain improvement plan

• Opioid addiction and dependence treatment improvement plan

9
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Financial Arrangement
• Cost & Care

– UMP Plus incentivizes networks to provide more efficient care 
than other UMP plans while being held to quality and care 
transformation standards

• Shared savings 
– If the network saves the program money, they share in those 

savings

– If the network overspends or underperforms in care delivery, 
they share in deficits

– Quality results determine the percentage of savings/deficits 
shared

– Enables the plan to have a higher actuarial value with a lower 
premium and deductible
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Contracts & Negotiations Update

• Two UMP Plus networks starting in 2020: 

- Puget Sound High Value Network (PSHVN)

- UW Medicine Accountable Care Network

• PSHVN and UW Medicine both participating in 
UMP Plus through 2021 with option to continue 
through 2024

• Negotiations to extend financial terms through 
2024 to begin late 2020/early 2021 (clinical terms 
will remain the same)
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Network Partners – PSHVN

Partners for 2020:

• Virginia Mason

• Rainier Health Network  (e.g., CHI Franciscan, CityMD, 

NPN, The Doctors Clinic, Pediatrics NW, Highline Medical)

• Physician Care Alliance (e.g., The Polyclinic)

• Seattle Children’s Hospital

• Signal Health  (e.g., Yakima Valley Memorial)
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Network Partners – UW Medicine

Partners for 2020:

• UW Medicine

• Multicare

• Cascade Valley Hospitals and Clinics

• Seattle Cancer Care Alliance

• Seattle Children’s Hospital

• Skagit Regional Health  (e.g., Skagit Valley/Cascade Valley Hospitals)
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UMP Plus – 2020 Counties Served
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Questions?

More Information:

Ryan Ramsdell 
Ryan.Ramsdell@hca.wa.gov

Emily Transue, MD, MHA 
Emily.Transue@hca.wa.gov
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Resolution SEBB 2018-23
Fourth Self-Insured Plan Offering

Beginning January 1, 2020, and subject to final 
financing decisions, the SEBB Program will offer a self-
insured plan with the same covered services and 
exclusions, same provider networks (either or both of 
the PSHVN and UW ACN), and same clinical policies as 
the Uniform Medical Plan Plus in place for plan year 
2020 under the PEBB Program. The cost shares 
(deductible, out-of-pocket maximums, coinsurance for 
services, etc.) will be the same as the UMP Plus.
* As passed by the SEB Board at the June 13, 2018 Board Meeting.
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Objective
• Present where different medical plans will 

be offered to school employees
• Describe medical plan options are 

available primarily by the county in which 
a school employee lives, instead of the 
school district in which they work
– Describe an exception that results in some 

school employees having additional medical 
plan choices based on their employing district

2



County-Based Service Area Maps
• In contrast to current K-12 offerings, the 

vast majority of school employees’ options 
for medical plans will be based on where 
the school employee lives

• The following maps reflect the county-
based medical plan options
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Kaiser Permanente Service Areas

4
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Premera Service Area

Value PPO plan design withdrawn during negotiations



Uniform Medical Plan (UMP) Coverage
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UMP Plus Network Coverage
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Combined Medical Plan Service Areas
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Plan Availability Considerations
• Carriers must file service areas based on 

county lines

• 71 school districts cross county lines

• Over 1,500 school employees live outside 
of Washington State
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SEBB Program Medical Plan Offerings

• All school employees may select from 
plans based on the county they live in

• Exception, additional plan options may be 
available if an employee works in a district 
that:
– straddles county lines, or
– is in a county that borders Idaho or Oregon
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Medical Plan offerings based on where a school employee lives
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Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera Uniform Medical Plan

County KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
Access 
PPO 1

Access 
PPO 2

Access 
PPO 3

High 
PPO

Peak 
Care EPO

Standard 
PPO

Achieve 
1 Achieve 2 High 

Deductible
Plus –
PSHVN

Plus -
UW 
ACN

Adams X X X X X
Asotin X X X X X
Benton X X X X X X X X
Chelan X X X X X
Clallam X X X X X
Clark X X X X X X
Columbia X X X X X X X X
Cowlitz X X X X X X X X
Douglas X X X
Ferry X X X X X
Franklin X X X X X X X X
Garfield X X X X X
Grant X X X X X
Grays Harbor X X X X
Island X X X X X X X X X
Jefferson X X X X
King X X X X X X X X X X X X X
Kitsap X X X X X X X X X X X X X
Kittitas X X X X X X
Klickitat X X X
Lewis X X X X X X X X X X X
Lincoln X X X X X
Mason X X X X X X X X X X X
Okanogan X X X X X
Pacific X X X X
Pend Oreille X X X X X
Pierce X X X X X X X X X X X X X X
San Juan X X X
Skagit X X X X X X X X X X X X
Skamania X X X X X
Snohomish X X X X X X X X X X X X
Spokane X X X X X X X X X X X X X
Stevens X X X X X
Thurston X X X X X X X X X X X X X X
Wahkiakum X X X X X
Walla Walla X X X X X X X X
Whatcom X X X X X X X X X X X
Whitman X X X X X X X X
Yakima X X X X X X X X X



Medical Plan offerings based on your employer (1/9)
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Access Access 
PPO 1 PPO 2

Aberdeen
Adna
Almira X X X X X
Anacortes 
Arlington   
Academy
Asotin-Anatone X X X X X
Auburn X X X X X X X X X X X X
Bainbridge Island 
Battle Ground X X X X X X
Bellevue 
Bellingham 
Benge 
Bethel 
Bickleton X X X X X X X X
Blaine 
Boistfort 
Bremerton 
Brewster X X X X X
Bridgeport X X X X X
Brinnon 
Burlington-Edison 
Camas X X X X X X
Cape Flattery 
Carbonado 
Cascade 
Cashmere
Castle Rock X X X X X X X X X X X X X X
Centerville X X X
Central Kitsap 
Central Valley X X X X X X X X X X X X
Centralia X X X X X X X X X X X X
Chehalis 
Cheney X X X X X X X X X X X X

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Employee  medical plan options based on the county in which they live

Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
Peak Care 

EPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1



Medical Plan offerings based on your employer (2/9)
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Access Access 
PPO 1 PPO 2

Chewelah 
Chimacum 
Clarkston X X X X X X X X
Cle Elum-Roslyn 
Clover Park 
Colfax X X X X X X X X
College Place X X X X X X X X
Colton X X X X X X X X
Columbia 
(Stevens) 
Columbia (Walla 
Walla) X X X X X X X X
Colville 
Concrete X X X X X X X X X X X
Conway 
Cosmopolis 
Coulee-Hartline X X X X X
Coupeville 
Crescent 
Creston 
Curlew X X X X X
Cusick X X X X X
Damman 
Darrington X X X X X X X X X X X
Davenport 
Dayton X X X X X X X X
Deer Park X X X X X X X X X X X X
Dieringer 
Dixie X X X X X X X X
East Valley 
(Spokane) X X X X X X X X X X X X
East Valley 
(Yakima)
Eastmont 
Easton 
Eatonville X X X X X X X X X X X X
Edmonds 

ESDs (all who are 
participating)

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (3/9)
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Access Access 
PPO 1 PPO 2

Ellensburg 
Elma X X X X X X X X X X X
Endicott X X X X X X X X
Entiat 
Enumclaw 
Ephrata X X X X X
Evaline 
Everett 
Evergreen (Clark) X X X X X X

Evergreen 
(Stevens)
Federal Way 
Ferndale 
Fife X X X X X X X X X X X X
Finley X X X X X X X X
Franklin Pierce 
Freeman X X X X X X X X X X X X
Garfield X X X X X X X X
Glenwood X X X
Goldendale X X X
Grand Coulee Dam X X X X X
Grandview X X X X X X X X
Granger 
Granite Falls 
Grapeview 
Great Northern X X X X X X X X X X X X  
Rainier Valley
Green Mountain X X X X X X
Griffin 
Harrington 
Highland 
Highline 
Hockinson X X X X X X
Hood Canal 
Hoquiam 

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (4/9)
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Access Access 
PPO 1 PPO 2

Impact Public 
Schools
Inchelium 
Index 
Issaquah 
Kahlotus 
Kalama X X X X X X X X
Keller 
Kelso X X X X X X X X
Kennewick X X X X X X X X
Kent 
Kettle Falls X X X X X
Kiona-Benton City X X X X X X X X
Kittitas 
Klickitat X X X
La Center X X X X X X
La Conner 
LaCrosse X X X X X X X X
Lake Chelan X X X X X
Lake Quinault 
Lake Stevens 
Lake Washington 
Lakewood 
Lamont X X X X X X X X
Liberty X X X X X X X X X X X X
Lind-Ritzville
Longview X X X X X X X X
Loon Lake X X X X X
Lopez 
Lyle X X X
Lynden 
Mabton 
Mansfield 
Manson 
Mary M. Knight X X X X X X X X X X X

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (5/9)
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Access Access 
PPO 1 PPO 2

Mary Walker 
Marysville 
McCleary X X X X X X X X X X X
Mead X X X X X X X X X X X X
Medical Lake X X X X X X X X X X X X
Mercer Island 
Meridian 
Methow Valley 
Mill A X X X X X
Monroe 
Montesano 
Morton 
Moses Lake 
Mossyrock 
Mount Adams 
Mount Baker 
Mount Pleasant X X X X X X X X
Mount Vernon 
Mukilteo 
Naches Valley X X X    X X X X X
Napavine  
River Vly. X X X X X
Nespelem
Newport X X X X X X X X X X X X
Nine Mile Falls X X X X X X X X X X X X
Nooksack Valley 
North Beach 
North Franklin X X X X X X X X
North Kitsap 
North Mason X X X X X X X X X X X
North River X X X X
North Thurston
Northport 
Northshore X X X X X X X X X X X

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live
Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (6/9)
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Access Access 
PPO 1 PPO 2

Oak Harbor 
Oakesdale X X X X X X X X
Oakville X X X X X X X X X X X
Ocean Beach X X X X
Ocosta X X X X
Odessa X X X X X
Okanogan 
Olympia 
Omak 
Onalaska 
Onion Creek 
Orcas Island 
Orchard Prairie X X X X X X X X X X X X
Orient X X X X X
Orondo 
Oroville 
Orting 
Othello X X X X X X X X
Palisades 
Palouse X X X X X X X X
Pasco 
Pateros X X X X X
Paterson X X X X X X X X
Pe Ell X X X X X X X X X X X
Peninsula 
Pioneer 
Pomeroy X X X X X X X X
Port Angeles 
Port Townsend 
Prescott X X X X X X X X  
Charter 
Prosser X X X X X X X X
Pullman X X X X X X X X
Puyallup 

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (7/9)
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Access Access 
PPO 1 PPO 2

Queets-
Clearwater 
Quilcene 
Quillayute Valley X X X X X
Quincy X X X X X
Rainier   
Charter 
Raymond X X X X
Reardan-Edwall X X X X X X X X X X X X
Renton 
Republic X X X X X
Richland X X X X X X X X
Ridgefield X X X X X X
Ritzville X X X X X
Riverside X X X X X X X X X X X X
Riverview 
Rochester X X X X X X X X X X X X
Roosevelt X X X
Rosalia X X X X X X X X X X X X
Royal 
San Juan Island 
Satsop   
Schools
Sedro-Woolley X X X X X X X X X X X
Selah X X X X X X X X
Selkirk X X X X X
Sequim X X X X X
Shaw Island 
Shelton 
Shoreline 
Skamania X X X X X
Skykomish 
Snohomish 
Snoqualmie 
Valley 
Soap Lake 
South Bend X X X X

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Medical Plan offerings based on your employer (8/9)
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Access Access 
PPO 1 PPO 2

South Kitsap 
South Whidbey 
Southside 
Spokane X X X X X X X X X X X X  
Academy
Sprague X X X X X
St. John X X X X X X X X X X X X
Camano X X X X X X X X X X
Star
Starbuck X X X X X X X X
Stehekin 
Steilacoom Hist. 
Steptoe X X X X X X X X
Stevenson-Carson X X X X X
Sultan   
School: Atlas  
School: Olympus  
School: Sierra
Summit Valley 
Sumner-Bonney 
Lake
Sunnyside 
Tacoma 
Taholah 
Tahoma 
Tekoa X X X X X X X X X X X X
Tenino 
Thorp 
Toledo 
Tonasket 
Toppenish 
Touchet X X X X X X X X
Toutle Lake X X X X X X X X
Trout Lake X X X
Tukwila Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera
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Access Access 
PPO 1 PPO 2

Tumwater 
Union Gap 
University Place 
Valley 
Vancouver X X X X X X
Vashon Island 
Wahkiakum X X X X X
Wahluke X X X X X X X X
Waitsburg X X X X X X X X
Walla Walla X X X X X X X X
Wapato 
Warden X X X X X
Washougal X X X X X X X X
Washtucna X X X X X X X X
Waterville 
Wellpinit 
Wenatchee 

West Valley 
(Spokane) X X X X X X X X X X X X

West Valley 
(Yakima)
White Pass 
White River 

White Salmon 
Valley X X X X X
Wilbur 
Willapa Valley X X X X
Willow Public 
School
Wilson Creek X X X X X
Winlock 
Wishkah Valley 
Wishram X X X
Woodland X X X X X X X X
Yakima 
Yelm X X X X X X X X X X X X
Zillah 

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live
Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Employee  medical plan options based on the county in which they live

Peak Care 
EPO

 Standard 
PPO

Achieve 
1

Achieve 
2

High 
Deductible

Uniform Medical P lan

KPNW 1 KPNW 2 KPNW 3 Core 1 Core 2 Core 3 SoundChoice
 Access 
PPO 3

High PPO
SEBB 

Organization

Kaiser NW Kaiser WA Kaiser WA Options, Inc. Premera



Examples Applying Exception Criteria
• A school employee who lives in Grays Harbor County and works in 

Mary M. Knight School District (Grays Harbor and Mason Counties) can 
select one of the following plans: 

– KPWA Core 1, 2, 3; KPWAO Access PPO 1, 2, 3; Premera High PPO and Standard 
PPO; UMP Achieve 1 and 2, UMP High Deductible 

• A school employee who lives in Stevens County and works in Nine Mile 
Falls School District (Stevens and Spokane Counties) can select one of 
the following plans: 

– KPWA Core 1, 2, and SoundChoice; KPWAO Access PPO 1, 2, 3; Premera High PPO, 
Standard PPO, Peak Care EPO; UMP Achieve 1 and 2, UMP High Deductible 

• A school employee who lives in Portland, OR and works in Washougal 
School District (Clark and Skamania Counties) can select one of the 
following plans: 

– KPNW 1, 2, or 3; Premera High PPO or Standard PPO; UMP Achieve 1 and 2, UMP 
High Deductible 

21

Underline indicates additional plan choices 
based on the Slide 8 employer criteria



Questions?

Lauren Johnston
SEBB Senior Account Manager

Employees and Retirees Benefits Division
Lauren.johnston@hca.wa.gov

Tel: 360-725-1117

22

mailto:Lauren.johnston@hca.wa.gov


Appendix
• All benefits comparison chart
• Medical comparison chart

23



 

7/17/2019 

School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is n ot inclusive of al l  covered services.  Figures, plans, and carriers  shown are subject to legislative funding and final 

decisions by the SEB Board.  

Medical benefits 

 Kaiser NW Kaiser WA Kaiser WA Options 

Previous Name Plan 1 Plan 2 Plan 3 Plan 1 Plan 2 Plan 3 Plan 4 Plan 1 Plan 2 Plan 3 

Annual Costs/Benefits KPNW 1 KPNW 2 KPNW 3 KPWA Core 1 KPWA Core 2 KPWA Core 3 
KPWA Sound 

Choice 

KPWAO 
Access PPO 1 

KPWAO 
Access PPO 2 

KPWAO 
Access PPO 3 

Deductible  
(single / family) 

$1,250 / 
$2,500 

$750 / 
$1,500 

$125 / $250 
$1,250 / 
$3,750 

$750 / 
$2,250 

$250 / $750 $125 / $375 $1,250 / $3,750 $750 / $2,250 $250 / $750 

Out-of-pocket max 
$4,000 / 
$8,000 

$3,500 / 
$7,000 

$2,000 / 
$4,000 

$4,000 / 
$8,000 

$3,000 / 
$6,000 

$2,000 / 
$4,000 

$2,000 / 
$4,000 

$4,500 /  
$9,000 

$3,500 /  
$7,000 

$2,500 / 
$5,000 

Coinsurance 20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 

Rx deductible None None None None None None None None None None 

Rx out-of-pocket limit 
Applies to 

max 
Applies to 

max 
Applies to 

max 
Applies to 

max 
Applies to 

max 
Applies to 

max 
Applies to 

max 
Applies to max Applies to max Applies to max 

 

 Premera Uniform Medical Plan (UMP) 

Previous Name Plan 2 Plan 3 
UMP Achieve 1 UMP Achieve 2 UMP High Deductible UMP Plus 

Annual Costs/Benefits High PPO Peak Care EPO Standard PPO 

Deductible  
(single / family) 

$750 / $1,875 $1,250 / $3,125 $750 / $2,250 $250 / $750 
$1,400 / $2,800 

(Combined Med/Rx) 
$125 / $375 

Out-of-pocket max $3,500 / $7,000 $5,000 / $10,000 
$3,500 /  
$7,000 

$2,000 /  
$4,000 

$4,200 /  
$8,400** 

$2,000 /  
$4,000 

Coinsurance 25% 20% 20% 15% 15% 15% 

Rx deductible $125/$312* $250 / $750* 
Tier 2 and specialty; 

$250 / $750 
Tier 2 and specialty; 

$100 / $300  
Applied to medical 

deductible 
None 

Rx out-of-pocket limit Applies to max Applies to max 
$2,000 per member 

with a family maximum 
of $4,000 

$2,000 per member 
with a family 

maximum of $4,000 
Applies to max 

$2,000 per member 
with a family 

maximum of $4,000 

*Waived for preferred generic prescription drugs. 

**Out of pocket expenses for a single member under a family account are not to exceed $6,850. 



 

7/17/2019 

School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is not inclusive of al l  covered services. Figures , plans, and carriers  shown are subject to legislative funding and final 

decisions by the SEB Board.  

Medical benefits (continued) 

 Kaiser NW Kaiser WA Kaiser WA Options 
Previous Name Plan 1 Plan 2 Plan 3 Plan 2 Plan 2 Plan 3 Plan 4 Plan 1 Plan 2 Plan 3 

Annual 
Costs/Benefits 

KPNW 1 KPNW 2 KPNW 3 KPWA Core 1 KPWA Core 2 KPWA Core 3 
KPWA Sound 

Choice  
KPWAO 

Access PPO 1 
KPWAO 

Access PPO 2 
KPWAO 

Access PPO 3 

Ambulance 20% 20% 20% 20% 20% 20% 20% 20% 20% 20% 

Emergency room 20% 20% 20% $150 + 20% $150 + 20% $150 + 20% $150 + 15% $150 + 20% $150 + 20% $150 + 20% 

Inpatient services 20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 

Outpatient services 20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 

Primary care $30 $25 $20 $30 $25 $20 $0 $30 $25 $20 

Specialist $40 $35 $30 $40 $35 $30 $30 $40 $35 $30 

Urgent care $50 $45 $40 $30 $25 $20 $0 $30 $25 $20 

 

 Premera Uniform Medical Plan (UMP) 

Previous Name Plan 2 Plan 3 UMP  
Achieve 1 

UMP  
Achieve 2 

UMP High 
Deductible 

UMP Plus 
Annual Costs/Benefits High PPO Peak Care EPO  Standard PPO 

Ambulance 25% 20% 20% 20% 20% 20% 

Emergency room $150 + 25% $150 + 20% $75 + 20% $75 + 15% 15% $75 + 15% 

Inpatient services 25% 20% 
$200/day, up to  

$600 + 20% 
$200/day, up to 

$600 + 15% 
15% 

$200/day, up to  
$600 + 15% 

Outpatient services 25% 20% 20% 15%  15% 15% 

Primary care $20 $20 20% 15% 15% $0 

Specialist $40 $40 20% 15% 15% 15% 

Urgent care 25% 20% 20% 15% 15% 15% 



 

7/17/2019 

School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is not inclusive of al l  covered services. Figures shown are subject to legislat ive funding and final  decisions by the SEB Board.  

Dental benefits 

 DeltaCare Uniform Dental Plan (UDP) Willamette 

What you pay: Managed care PPO Managed care 

Annual maximum No max $1,750 No max 

Deductible $0 $50 (individual) / $150 (family) $0 

General office visit (after 
deductible) 

$0 $0 $0 

Routine/emergency exams $0 $0 $0 

Fillings $10 – $50 20% $10 – $50 

Crowns $100 – $175 50% $100 – $175 

Root canal $100 – $150 20% $100 – $150 

Orthodontia $1,500 per case 
50% until plan has paid $1,750; 
then any amount over $1,750 

$1,500 per case 

 

Vision Benefits 

What you pay: Davis Vision EyeMed MetLife 

Routine exam (renews January 1) $0 $0 $0 

Frames (renews January 1 in even years) $0 up to $150, then 80% $0 up to $150, then 80% $0 up to $150, then 80% 

Lenses $0 $0 $10 

Progressive lenses $50 – $140 $55 – $175 $0 – $175 

Conventional* contact lenses $0 up to $150, then 85% (or 4 
boxes from collection lenses) 

$0 up to $150, then 85% $0 up to $150, then 
100% Disposable* contact lenses $0 up to $150, then 100% 

*Disposable contact lenses are single-use lenses and are removed and discarded after a determined period of time, typically at the end of each day or week. 

Conventional lenses, with proper care and cleaning, can be used for longer periods of time, from one month to up to one year. 
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School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is not inclusive of al l  covered services. Figures shown are subject to legislat ive funding and final  d ecisions by the SEB Board.  

Life and accidental death & dismemberment (AD&D) insurance 

Employer paid 

Insurance type Basic 
Employee basic life $35,000 

Employee basic (AD&D)  $5,000 

Employee paid 

Insurance type Supplemental 

Employee supplemental life 

 Guaranteed issue (GI)* up to $500,000 
in $10,000 increments, up to a 
maximum of $1,000,000 

 Evidence of insurability (EOI)* required 
for amounts over $500,000 

Supplemental spousal term life  
(tied to employee coverage 
amount) 

 Up to 50% of employee’s supplemental 

 GI up to $100,000 in $5,000 increments 

 EOI required over $100,000 

Supplemental dependent child 
term life 

 GI up to $20,000 in $5,000 increments 

 For dependents age 2 weeks to 26 years 

Supplemental employee, 
spousal, and child AD&D 

 Employee: GI up to $250,000 in $10,000 
increments 

 Spouse: GI up to $250,000 in $10,000 
increments 

 Child: GI up to $25,000 in $5,000 
increments 

*Guaranteed issue benefits are available to any eligible employee, with no evidence of insurability. Evidence 

of insurability (or proof of good health), for these plans, is provided through an online questionnaire. 

Eligibility is approved or denied upon completion of the questionnaire. 

Supplemental employee and spouse life insurance monthly 
premiums (per $1,000 of coverage) 

Age Non-smoker Smoker 

<25 $0.038 $0.050 

25-29 $0.042 $0.060 

30-34 $0.046 $0.080 

35-39 $0.058 $0.090 

40-44 $0.088 $0.100 

45-49 $0.128 $0.150 

50-54 $0.188 $0.230 

55-59 $0.346 $0.400 

60-64 $0.534 $0.630 

65-69 $0.962 $1.220 

70+ $1.438 $1.988 

Supplemental insurance: Premium examples 

35-year-old smoker 
 $200,000 supplemental life for employee: $18/month  

 $100,000 supplemental life for spouse: $9/month 

50-year-old non-smoker 
 $150,000 supplemental life for employee: $28.50/month 

 $75,000 supplemental life for spouse: $14.25/month 

Any eligible employee (guaranteed issue) 
 $20,000 supplemental life for child: $2.48/month 

 $250,000 supplemental AD&D for employee or spouse: $4.75/month 

 $25,000 supplemental AD&D for child: $0.40/month 
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School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is not inclusive of al l  covered services. Figures shown are subject to legislat ive funding and final  decisions by the SEB Board.  

Long term disability (LTD) insurance 

Employer-paid basic LTD plan design 

Insurance type Basic 

Benefit waiting period* 90 days or the end of family / medical paid leave, whichever is longer 

Pension 
Choice (The member can choose to be paid from their pension; if they do, it is deducted from 
their disability benefit.) 

Sick leave 
No choice (The benefit will not begin paying until the end of the member’s existing sick leave, 
whether or not the employee uses and receives payment for the sick leave.) 

Maximum monthly benefit $400 

 

Employee-paid supplemental LTD plan design 

Insurance type Supplemental 

Benefit waiting period* 90 days or the end of family / medical paid leave, whichever is longer 

Enrollment type Opt in (The member must actively enroll in this benefit.) 

Pension 
Choice (The member can choose to be paid from their pension; if they do, it is deducted from 
their disability benefit.) 

Sick leave 
No choice (The benefit will not begin paying until the end of the member’s sick leave, whether or 
not the employee uses and receives payment for the sick leave.) 

Maximum monthly benefit $10,000 
*Benefit waiting period: The length of time between the beginning of a member’s disability claim and the first payment the member would receive.  

Supplemental LTD cost examples 

Annual income Estimated monthly premiums Estimated monthly benefit (includes basic benefit) 

$30,000 $9 – $15 $1,500 

$50,000 $15 – $25 $2,500 

$80,000 $25 – $40 $4,000 

$100,000 $31 – $51 $5,000 
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School Employees Benefits Board (SEBB) Program benefits: A high-level overview 
This is a summary, and is not inclusive of al l  covered services. Figures shown are subject to legislat ive funding and final  d ecisions by the SEB Board.  

Additional benefits 

Additional benefit maximum contributions 

Medical flexible spending arrangement (FSA) 

Maximum contribution $2,700 (anticipated amount for 2020) 

Dependent care assistance program (DCAP) 

Maximum contribution $5,000 for a joint income tax return / $2,500 each for separate income tax returns 
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                SEBB Program Medical Benefits Comparison Chart 
                             Note: Subject to legislative funding and final decisions by the SEB Board 

 Kaiser NW Kaiser WA Kaiser WA Options Premera Uniform Medical Plan (UMP) 

Annual Costs/ 
Benefits ^ 

KPNW 1 KPNW 2 KPNW 3  
KPWA 
Core 1 

KPWA 
Core 2 

KPWA 
Core 3 

KPWA 
Sound 
Choice 

Access 
PPO 1 

Access 
PPO 2 

Access 
PPO 3 

High 
PPO 

Peak Care 
EPO 

Standard 
PPO  

UMP 
Achieve 1 
(82% AV) 

UMP 
Achieve 2 
(88% AV) 

UMP 
High 

Deductible 

UMP 
Plus 

Deductible 
(single/ family) 

$1,250/ 
$2,500 

$750/ 
$1,500 

$125/ 
$250 

$1,250/ 
$3,750 

$750/ 
$2,250 

$250/ 
$750 

$125/ 
$375 

$1,250/ 
$3,750 

$750/ 
$2,250 

$250/ 
$750 

$750/$1,875 
$1,250/ 
$3,125 

$750/ 
$2,250 

$250/ 
$750 

$1,400/ 
$2,800* 

$125/ 
$375 

Max out-of-
pocket limit 

$4,000/ 
$8,000 

$3,500/ 
$7,000 

$2,000/$
4,000 

$4,000/ 
$8,000 

$3,000/ 
$6,000 

$2,000/ 
$4,000 

$2,000/ 
$4,000 

$4,500/ 
$9,000 

$3,500/ 
$7,000 

$2,500/ 
$5,000 

$3,500/$7,000 
$5,000/ 
$10,000 

$3,500/ 
$7,000 

$2,000/ 
$4,000 

$4,200/ 
$8,400** 

$2,000/ 
$4,000 

Coinsurance 20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 25% 20% 20% 15% 15% 15% 

 

Ambulance 
(air/ground, per 

trip) 
20% 20% 20% 20% 20% 20% 20% 20% 20% 20% 25% 20% 20% 20% 20% 20% 

Diagnostic tests, 
lab, and x-rays 

$30 $25 $20 
20% over 

$500 
20% over  

$500 
20% 15% 

20% over 
$500 

20% over 
$500 

20% 25% 20%  20% 15% 15% 15% 

Emergency room 20% 20% 20% 
$150 + 

20% 
$150 + 

20% 
$150 + 

20% 
$150 + 

15% 
$150 + 

20% 
$150 + 

20% 
$150 + 

20% 
$150 + 25% $150 + 20% $75 + 20% $75 + 15% 15% $75 + 15% 

Inpatient services 20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 25% 20% 
$200/day   

up to $600 + 
20% 

$200/day 
up to $600  

+ 15% 
15% 

$200/day  
up to $600 

 + 15% 

Outpatient 
services 

20% 20% 20% 20% 20% 20% 15% 20% 20% 20% 25% 20% 20% 15% 15% 15% 

Preventive care 
Covered 

100% 
Covered 

100% 
Covered 

100% 
Covered 

100% 
Covered 

100% 
Covere
d 100% 

Covered 
100% 

Covered 
100% 

Covered 
100% 

Covered 
100% 

Covered 100% 
Covered 

100% 
Covered 100% 

Covered 
100% 

Covered 
100% 

Covered 100% 

Spinal  
manipulations 

$40 $35 $30 $30 $25 $20 $0 $30 $25 $20 25% 20% 20% 15% 15% 15% 

 

Primary care $30 $25 $20 $30 $25 $20 $0 $30 $25 $20 $20 $20 20% 15% 15% $0 

Specialist $40 $35 $30 $40 $35 $30 $30 $40 $35 $30 $40 $40 20% 15% 15% 15% 

Urgent care $50 $45 $40 $30 $25 $20 $0 $30 $25 $20 25% 20% 20% 15% 15% 15% 

Mental health 
(outpatient) 

$30 $25 $20 $30 $25 $20 $0 $30 $25 $20 $20 $20 20% 15% 15% 15% 

Physical, 
occupational, and 

speech therapy 
$40 $35 $30 $40 $35 $30 $30 $40 $35 $30 $40 $40 20% 15% 15% 15% 

^ In-network 

* UMP High Deductible has a combined medical and prescription drug deductible. 

** Out of pocket expenses for a single member under a family account are not to exceed $6,850.   
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SEBB Program Medical Benefits Comparison Chart 
Note: Subject to legislative funding and final decisions by the SEB Board 

 
 
 Kaiser NW Kaiser WA Kaiser WA Options Premera Uniform Medical Plan (UMP) 

Annual Costs/ 
Benefits 

(in network)  
KPNW 1 KPNW 2 KPNW 3  

KPWA 
Core 1 

KPWA 
Core 2 

KPWA 
Core 3 

KPWA 
Sound 
Choice 

Access 
PPO 1 

Access 
PPO 2 

Access 
PPO 3 

High PPO 
Peak 

Care PPO 
Standard 

PPO  

UMP 
Achieve 1 
(82% AV) 

UMP 
Achieve 2 
(88% AV) 

UMP 
High 

Deductible 

UMP 
Plus 

Rx deductible 
(single/family) 

None None None None None None None None None None $125/$312* $250/ $750* 

Tier 2 and 
specialty; 

$250/ 
$750 

Tier 2 and 
specialty; 

$100/ 
$300 

Combined 
with  

medical 
deductible 

None 

Rx out-of-pocket 
limit 

Applies to 
max 

Applies to 
max 

Applies to 
max 

Applies 
to max 

Applies 
to max 

Applies 
to max 

Applies 
to max 

Applies 
to max 

Applies 
to max 

Applies to 
max 

Applies to max 
Applies to 

max 

$2,000 per 
member; 

$4,000 family 
maximum 

$2,000 per 
member; 

$4,000 family 
maximum 

Applies  
to max 

$2,000 per 
member; 

$4,000 family 
maximum 

Retail: Value tier            
  5% up  

to $10 
5% up  
to $10 

15%** 
5% up  
to $10 

Retail: Tier 1 
(Generics) 

$20 $15 $10 $5 $10 $10 $10 $10 $10 $10 $7 $7 
10% up  
to $25 

10% up  
to $25 

15%** 
10% up to 

$25 

Retail: Tier 2 
(Preferred Brand) 

$40 $30 $20 $25 $25 $25 $25 $50 $50 $50 $30 30% 
30% up  
to $75 

30% up  
to $75 

15%** 
30% up to 

$75 

Retail: Tier 3 
(Non-preferred) 

50% up to 
$100 

50% up to 
$100 

50% up to 
$100 

$50 $50 $50 $50 
50% up 
to $125 

50% up 
to $125 

50% up to 
$125 

30% 50%     

(Most Specialty) 
50% up to 

$150 
50% up to 

$150 
50% up to 

$150 
50% up 
to 150 

50% up 
to $150 

50% up 
to $150 

50% up 
to $150 

50% up 
to $150 

50% up 
to $150 

50% up  to 
$150 

$50 40% 
30% up 
To $75 

30% up 
To $75 

15%** 
30% up 
To $75 

Note: All plans cover legally-required preventive prescription drugs at 100 percent, with no deductible.   

*Waived for preferred generic prescription drugs. 

**After deductible met. 

Note: The retail pharmacy benefit member costs are based on a 30-day supply.  
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2020 Rates Overview

Megan Atkinson, Chief Financial Officer
Financial Services Division
July 18, 2019



Overview
• Employee Premium Contributions

– Determining Employee Premiums (Sample Illustration)

– Medical

• Employer Contributions

– Dental, Vision, Basic Life and AD&D, and Basic Long-
Term Disability

• Supplemental Benefits

– Supplemental Life and AD&D, and Supplemental 
Long-Term Disability

• Proposed Resolutions

2



Employee Premium Contributions:
Medical

3



Determining Employee Premiums
Sample Illustration

4

A $700 B $650 C $600Plan bid rates

EMC

Employee 
contribution

$200 $150 $100

A B C

($500)



Determining Employee Premiums by Tier
Sample Illustration

5

Tier 1

Tier 2

Tier 3

Tier 4

1.75

2

1

3

*Tiers 3 and 4 do not change when you have one child or multiple 

children covered.

Plan

Employee contribution

A

$200 $150 $100

B C

$200

$400

$350

$600

$150

$300

$263

$450

$100

$200

$175

$300

Tiers



• EMC is on a Per Adult Unit Per Month (PAUPM) basis
• Rounded to the nearest dollar
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Employee / Employer Premium Contributions
Proposed 2020 

Employee Contribution

(Single Subscriber)

EMC 

(Employer Medical 

Contribution)

Proposed 2020 

Total Composite Rate

Kaiser Permanente NW 1 28$                                   555$                                583$                                

Kaiser Permanente NW 2 41$                                   555$                                596$                                

Kaiser Permanente NW 3 106$                                 555$                                661$                                

Kaiser Permanente WA Core 1 13$                                   555$                                568$                                

Kaiser Permanente WA Core 2 19$                                   555$                                574$                                

Kaiser Permanente WA Core 3 89$                                   555$                                644$                                

Kaiser Permanente WA SoundChoice 49$                                   555$                                604$                                

Kaiser Permanente WA Options Access PPO 1 39$                                   555$                                594$                                

Kaiser Permanente WA Options Access PPO 2 69$                                   555$                                624$                                

Kaiser Permanente WA Options Access PPO 3 116$                                 555$                                671$                                



• EMC is on a Per Adult Unit Per Month (PAUPM) basis
• Total Composite Rate for the SEBB UMP High Deductible includes an employer HSA contribution of $375 per year 

for Tier 1 and $750 per year for all other tiers
• Rounded to the nearest dollar

7

Employee / Employer Premium Contributions (cont.)

Proposed 2020 

Employee Contribution

(Single Subscriber)

EMC 

(Employer Medical 

Contribution)

Proposed 2020 

Total Composite Rate

Premera Blue Cross High PPO 98$                                   555$                                653$                                

Premera Blue Cross Peak Care EPO 80$                                   555$                                635$                                

Premera Blue Cross  Standard PPO 48$                                   555$                                603$                                

Uniform Medical Plan (UMP) Achieve 1 33$                                   555$                                588$                                

UMP Achieve 2 98$                                   555$                                653$                                

UMP High Deductible 

(with a health savings account)
25$                                   555$                                580$                                

UMP Plus 68$                                   555$                                623$                                
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Employee Contribution by Tier

• State-Registered Domestic Partner (SRDP)
• Rounded to the nearest dollar

Tier Ratios 1.00 2.00 1.75 3.00

Kaiser Permanente NW 1 28$                         56$                       49$                         84$                          

Kaiser Permanente NW 2 41$                         82$                       72$                         123$                        

Kaiser Permanente NW 3 106$                       212$                     186$                       318$                        

Kaiser Permanente WA Core 1 13$                         26$                       23$                         39$                          

Kaiser Permanente WA Core 2 19$                         38$                       33$                         57$                          

Kaiser Permanente WA Core 3 89$                         178$                     156$                       267$                        

Kaiser Permanente WA SoundChoice 49$                         98$                       86$                         147$                        

Kaiser Permanente WA Options Access PPO 1 39$                         78$                       68$                         117$                        

Kaiser Permanente WA Options Access PPO 2 69$                         138$                     121$                       207$                        

Kaiser Permanente WA Options Access PPO 3 116$                       232$                     203$                       348$                        

Tobacco Surcharge 25$                         25$                       25$                         25$                          

Spousal Surcharge N/A 50$                       N/A 50$                          

Subscribers may be subject to the following surcharges

Subscriber
Subscriber & 

Spouse/SRDP*

Subscriber & 

Child(ren)

Subscriber, 

Spouse/SRDP*, 

and Child(ren)
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Employee Contribution by Tier (cont.)

• State-Registered Domestic Partner (SRDP)
• Total Composite Rate for the SEBB UMP High Deductible includes an employer HSA 

contribution of $375 per year for Tier 1 and $750 per year for all other tiers
• Rounded to the nearest dollar

Tier Ratios 1.00 2.00 1.75 3.00

Premera Blue Cross High PPO 98$                       196$                   172$                     294$                      

Premera Blue Cross Peak Care EPO 80$                       160$                   140$                     240$                      

Premera Blue Cross  Standard PPO 48$                       96$                      84$                       144$                      

Uniform Medical Plan (UMP) Achieve 1 33$                       66$                      58$                       99$                        

UMP Achieve 2 98$                       196$                   172$                     294$                      

UMP High Deductible 

(with a health savings account)
25$                       50$                      44$                       75$                        

UMP Plus 68$                       136$                   119$                     204$                      

Tobacco Surcharge 25$                       25$                      25$                       25$                        

Spousal Surcharge N/A 50$                      N/A 50$                        

Subscribers may be subject to the following surcharges

Subscriber
Subscriber & 

Spouse/SRDP*

Subscriber & 

Child(ren)

Subscriber, 

Spouse/SRDP*, 

and Child(ren)



Employer Contributions: 
Dental, Vision, Basic Life and AD&D, 

and Basic Long-Term Disability

10
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Dental Premiums

• Employee premiums are paid 100% by the employer for all tiers

DeltaCare 41.33$           

Uniform Dental Plan 48.67$           

Willamette 49.90$           

Subscriber 

Rate
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Vision Premiums

• Employee premiums are paid 100% by the employer for all tiers

Davis Vision 4.36$              

EyeMed 5.96$              

MetLife 6.66$              

Subscriber 

Rate
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Basic Life/AD&D and 
Basic Long-Term Disability

• Employee premiums are paid 100% by the employer

Life and AD&D 3.96$              

LTD 2.10$              

Subscriber 

Rate



Supplemental Benefits: 
Supplemental Life and AD&D, 

and Supplemental Long-Term Disability

14
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Supplemental Life

Calculation of Supplemental Life Premiums:

[Rate] x [per $1,000 of coverage] = Monthly Premium

Example:
• A non-smoking 34-year-old employee wants $200,000 in 

supplemental life
• $0.046 x 200 = $9.20 monthly premium

• Supplemental benefits are 100% employee paid
• State-Registered Domestic Partner (SRDP)
• Based on age as of December 31 prior year

Age Non-Smoker Smoker

<25 0.038$                0.050$                

25-29 0.042$                0.060$                

30-34 0.046$                0.080$                

35-39 0.058$                0.090$                

40-44 0.088$                0.100$                

45-49 0.128$                0.150$                

50-54 0.188$                0.230$                

55-59 0.346$                0.400$                

60-64 0.534$                0.630$                

65-69 0.962$                1.220$                

70+ 1.438$                1.988$                

2 weeks - 26* 0.124$                                               

Employee and Spouse/SDRP* Rate 

(Per $1,000 of coverage)

Child Rate

(Per $1,000 of coverage)
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Supplemental AD&D

Calculation of Supplemental AD&D Premiums:

[Rate] x [per $1,000 of coverage] = Monthly Premium

Example:
• An employee wants $200,000 in supplemental AD&D for their 

spouse, at a rate of $0.019 per $1,000 of coverage
• $0.019 x 200= $3.80 monthly premium

• Supplemental benefits are 100% employee paid
• State-Registered Domestic Partner (SRDP)
• Based on age as of December 31 prior year

Employee 0.019$              

Spouse/SRDP* 0.019$              

Child 0.016$              

Rate (Per $1,000 of coverage)
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Supplemental Long-Term Disability

Calculation of Supplemental LTD Premiums:

[Rate] x [insured monthly earnings] = Monthly Premium

Example:
• A 41-year-old employee with $5,000 of monthly insured 

earnings
• 0.0041 x $5,000 = $20.50 monthly premium

• Supplemental benefits are 100% employee paid
• Based on age as of January 1 each year

Age Rate

< 30 0.0014

30-34 0.0019

35-39 0.0029

40-44 0.0041

45-49 0.0056

50-54 0.0077

55-59 0.0093

60-64 0.0096

65+ 0.0098

Rate (Per $5,000 of coverage)



Proposed Resolutions
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Proposed Resolution SEBB 2019-12 
KPNW Medical Premiums

The SEB Board endorses the Kaiser 
Foundation Health Plan of the Northwest 
employee premiums.
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Proposed Resolution SEBB 2019-13 
KPWA Medical Premiums

The SEB Board endorses the Kaiser 
Foundation Health Plan of Washington 
employee premiums.
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Proposed Resolution SEBB 2019-14 
KPWAO Medical Premiums

The SEB Board endorses the Kaiser 
Foundation Health Plan of Washington 
Options, Inc. employee premiums.
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Proposed Resolution SEBB 2019-15 
Premera Medical Premiums

The SEB Board endorses the Premera 
employee premiums.
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Proposed Resolution SEBB 2019-16 
UMP Medical Premiums

The SEB Board endorses the Uniform 
Medical Plan employee premiums.



Next Steps

We will ask the Board to take action on 
these premium resolutions at the July 25, 
2019 meeting.

24



Questions?

Megan Atkinson, HCA Chief Financial Officer

Megan.Atkinson@hca.wa.gov

25

mailto:Megan.Atkinson@hca.wa.gov


 

 

TAB 8 



SEBB Program Default Plans

Marcia Peterson, Manager
Benefit Strategy & Design Section 
Employees & Retirees Benefits Division
July 18, 2019



Background

• December 13, 2018 the SEB Board passed 
Resolution 2018-54 establishing default coverage 
for a SEBB Program member who does not make 
plan selections

• During final rate setting between the June and 
July 2019 Board meetings, HCA will identify a 
default plan for medical, dental, and vision 
benefits

2



Background

• HCA will present the intended default plans 
along with final rate information in July for 
Board discussion

• HCA will formalize the default plans once the 
Board endorses the medical plan monthly 
employee premiums

3



Default Considerations
In setting statewide default plans, HCA will 
consider:

– Monthly Employee Premium (or plan rates for 
benefits 100% Employer paid) and the Actuarial 
Value of the plan

– Extent of Service Area 

– Provider network and access

4



Intended Default Plans 

Dental
– Uniform Dental Plan

– Most robust provider 
network covering the 
most counties

Basic Life & AD&D

Vision
– MetLife

– Most robust provider 
network covering the 
most counties

Basic LTD

5

All of these benefits are 100% employer paid



Default Plan Considerations - Medical

UMP Achieve 1

Statewide coverage
$33 Monthly premium

$750 Medical deductible

$250 Pharmacy deductible

20% Coinsurance

UMP Achieve 2

Statewide coverage
$98 Monthly premium

$250 Medical deductible

$100 Pharmacy deductible

15% Coinsurance

6



Default Plan Considerations - Medical

UMP High Deductible

Statewide coverage
$25 Monthly premium

$1,400 Overall deductible

15% Coinsurance

Health Savings Account 
$375 Annual Contribution

7



Intended Default Plan - Medical

UMP Achieve 1 

• Member Affordability

– Lower monthly premium cost

– Quicker access to plan coverage (considering annual 
premium and medical deductible)

• Concern regarding number of appeals

• Less financial risk for SEBB Organizations

8



Communications Plan

We will communicate the default plans in 
this Fall in the enrollment guide and 
member communications. 

9



Questions?

More Information:

https://www.hca.wa.gov/

Marcia Peterson, Manager

Benefit, Strategy and Design Section

Employees & Retirees Benefits Division

Marcia.peterson@hca.wa.gov

Tel: 360.725.1327

10
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