Wyoming Department of Employment

E SECTOR EMPLOYEE ACCESS
EALTH INSURANCE AN
POTENTIAL WYO-CARE MA




Private Sector Employee Access to Health Insurance
and the Potential Wyo-Care Market

Wyoming Department of Employment
Cynthia A. Pomeroy, Director

Research & Planning
Tom Gallagher, Manager
Internet address - http://doe.state.wy.us/LMI/

Prepared by:
Tom Gallagher, Manager
Mark Harris, Ph.D., Sociologist
Margaret Hiatt, Survey Support Specialist
Douglas Leonard, Senior Research Analyst
Sara Saulcy, Senior Economist
Krista R. Shinkle, Senior Economist

Methodology by:
Tony Glover, Senior Research Analyst
Sylvia D. Jones, Senior Research Analyst

Funding provided by the Health Resources and Services Administration State Planning Grant 93-256

Submitted for Printing February 2005
©Copyright 2005 by the Wyoming Department of Employment, Research & Planning

Department of Employment Nondiscrimination Statement
The Department of Employment does not discriminate on the basis of race, color, religion, national origin, sex, age, or disability. It is our intention that all individuals
seeking services from our agency be given equal opportunity and that eligibility decisions be based upon applicable statutes, rules, and regulations.

Wyoming Department of Employment
Research & Planning
P.O. Box 2760
Casper, WY 82602
Phone: (307) 473-3807



ii



Table of Contents

|5 Lngele 1B Lot o) s NN PP vii
I BN L o B = 3 5 1<) PPN ix
Section 1: Structure of Compensation and the Potential Wyo-Care Market........c.ccocoeiiiiiiiiiiininnininn.n. 1
Chapter 11 Stat@WIAE ....ouinie i e ettt ettt e et e et et et e e e eaenes S
Chapter 2: Leisure & HoOSPItality ....cuiuiininiii it ee e 19
Chapter 3: Retail TTATE ....cuouiniiiiii e ettt et e et e e e e enennes 29
(©2 52T o1 £ ) g LY § 5 s B4 o = TP PPN 39
Chapter 5: CONSIIUCTION ..iuitiinit i ettt e ettt et et ea e e e enennas 49
Chapter 6: Wholesale Trade, Transportation, & UtilitieS ........cocoiiiiiiiiiiiiiiiii e 59
Chapter 7: ManUacCtUTIINg . ... e ettt e et e e e e eneana 69
Chapter 8: INfOrmation ... ettt et et et eeeneane 79
Chapter 9: FInancCial ACHIVITIES ....uuiu et ettt et e e e eaeane 89
Chapter 10: Professional & BUSINESS SEIVICES ...uuiuiunininiiiiin ittt e eenens 99
Chapter 11: Education & Health Care .......c.ouiiiniiiiiii e 109
Chapter 12: Other SEIVICES ..uiuiuiiiii ittt ettt et e e et e et et e et et ene e e eanens 119
RO ETEIICES .. i e ettt et e ettt 129

T ECIIIICAL N O S . nntiiient et e e e e e et e e e e e e e 130



Section 2: Focus Group Participant Questionnaire and Discussion Responses Concerning

WYO0-CaTe ACCOUIES .ttt ettt ettt et e ettt et et et e e e et e e enenens 135
1Y 5] 4 o Lo T K< S PP PP 135
Results From the Paper and Pencil QUestionnaire ........c.o.vuiiuiuiiiiiiiiiiiie e 136
Summation to Paper and Pencil Questionnaire Results ..........coooiiiiiiiiiiiiiiiii e 137
Results From Focus Group CoOnVerSAtiOnN ... . ..cuiuininitiin ittt ettt e eaenen 137
Willing but With Issues to be ReSOIVEA ......ooiiiiiiiii e 137
SCOPE LIMITATIONIS ettt ettt ettt et ettt ettt e e e e e e a e enenenens 138
BN s S S oS PP PPN 139
10 14 o 153 gl (5151 § T PP 139
Researcher Observations and Discussion of Focus Group Conversations.........coccveveuieviienienenennnen. 140
Suggestions Regarding System ReqUIrements .........ccooiiiiiiiiiiiiiiiiii e 141
Potential FUtUTre WOTK ... ettt e e e 142
RETETEIICES .. et e ettt et e et et 143
B U S it 145

Section 3: Employer Mail SUIrvey FINdings .......cooouiuiiiniiiii e 153
RESUILS 10 Brief ..ot ettt ettt 153
INETOAUCTION et e et et ettt e e et e e et e et et e e en e ens 154



RESUILS Q1A IS CUSSIONT « ettt ettt e e e e et et e e ettt et et e et et et e 157

(07035 o] 16 E53 (0} « HNUT PP 187

R (S =) o 1oL I PP PP 189

TECIIIICAL INOTES .. eniiiiit i ettt et e e e e e e et e e e et e et et e ea e e e e e eneenen 190
Appendix A: Summary Estimates of Benefits Offerings and CoSt .......cccoviiiiiiiiiiiiiii e Al
Appendix B: Firm CharacCteriStiCS .....euiuiiiuiii e ettt e e e aeaeene B1
Appendix C: Worker Demographics and Earnings by Residency.........ccoovviiiiiiiiiiiiiiiiiiiieeeen, C1
Appendix D: Detailed Estimates of Eligibility, Benefits Offerings, and Cost .........cocvviiiiiiiniiininininian.n. D1
Appendix E: Turnover, Tenure, and Employer/Employee Transactions ...........coceviviiiiiniiineneninenenenannn. El
Appendix F: Mail Survey Instrument and Cover Letter ........cooiiiiiiiiiiiii e, F1
Appendix G: Additional Mail Survey Data Tables ........c.oiiiiiiiiii e G1



vi



Introduction
by: Tom Gallagher, Manager

The Wyoming Healthcare Commission Wyo-Care proposal represents a fundamental intervention into the
structure of compensation through an innovative program whose primary goal is the expansion of employer-
provided health coverage for employees.

The purpose of this report is to provide information on the feasibility of the proposed program. It presents
an analysis of the structure of Wyoming’s labor market and is intended to contribute to a determination of
whether or not the Wyo-Care proposal is viewed by private sector employers as a viable proposal.

The research represents a cross section in time and was conducted between May and September 2004.
The report is presented in three sections. Section 1 follows the Introduction and Results in Brief. It is a
narrative and graphic presentation of employer-employee compensation relationships for the state as a
whole and industry sectors. Previous versions of this report focused primarily on three industries having
characteristics that most clearly illustrate the findings (Leisure & Hospitality, Retail Trade, and Mining). For
this final version of the report, we include a brief narrative and figures for each of the remaining industry
sectors. Section 2 presents the background and findings for six employer focus group sessions.

As a follow up to the focus group sessions, a random stratified mail survey of employers was conducted to
verify the findings and themes of the group sessions. We conducted a survey of 651 randomly selected firms
from the Unemployment Insurance accounting system with a response rate of 73.1 percent. The results from
the mail survey are presented in Section 3. This Section also includes an extensive discussion of some of the
findings unique to the mail survey.

Finally, a series of Appendixes includes estimates of the availability of employer-provided health insurance
by firm type and full- and part-time employment. The Appendixes also include the demographics and
earnings of all persons who worked in the private sector at any time in Wyoming during 2002 and related
statistical information. Also included is the survey instrument used by the focus groups and the mail survey
and additional tables created with survey data not shown previously in this report.
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Results in Brief
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Introduction: The Wyoming Healthcare Commission requested an analysis of the employer health benefits
market in conjunction with efforts to reduce the number of uninsured in the state. With funding from the
Health Resources and Services Administration’s State Planning Grant Program, the Wyoming Healthcare
Commission partnered with the Wyoming Department of Health and the Wyoming Department of
Employment, Research & Planning Section. Employer education, focus groups, and surveys were
conducted in 2004 to assess what the issues are behind the reduction of health benefits provision and the
potential for a “Wyo-Care” personal health care savings account model to be accepted and utilized.

The Context: Employer-provided benefits represents a key component of employee compensation. During
the summer of 2004, unemployment in the state reached historic lows, while employment is growing at a
rate faster than can be sustained by the resident workforce. Wyoming’s favorable labor market conditions
take place in a regional context where the competition for labor, and related pressure on compensation,
may be changing course as the jobless recovery from the national recession improves. If we are to
understand the pressures on compensation in Wyoming, we need to understand the economic and
demographic context within which employers and workers establish mutually beneficial relationships.

An objective of the research is to focus on the potential Wyo-Care market within the context of the
structure of compensation and employer/worker relationships. While some of the data may seem dated,
structural conditions of employment and compensation tend to persist over time and change only slowly.
Industries that have seasonal emplyment patterns at the beginning of the decade, like Leisure &
Hospitality, are highly likely to have seasonal patterns of employment for the indefinite future.

Primary Findings

e Wyo-Care is envisioned as being a small employer/low income employee health care coverage and a cost
sharing vehicle. Wyo-Care is still under development by the Wyoming Healthcare Commission to assure
that the product created maximizes the dollars contributed by employers; employees; and, perhaps,
Medicaid and lowers the number of uninsured in the state.

e This report was produced at the request of the Wyoming Health Care Commission.

e There does not appear to be a comprehensive or firmly grounded consensus among employers regarding
the reasons for either current prices or rising costs for health insurance. But there is a strong sense that
something is very, very wrong.



A significant segment of private sector employers are changing their compensation strategies and
searching for alternatives to their current arrangements with health insurance companies.

At the core of Wyoming’s private sector workforce is a stable segment of the population that is highly
tenured (working for the same employer), paid an average of $8,000 per quarter, and has access to health
insurance. Outside of this core, however, the worker/employer relationship becomes much more tenuous.
Major dividing lines between stable, full-time work, with access to health insurance are associated with
industry of employment, firm size, residency, age and gender of the workforce, turnover, and part-time
work.

Rapidly increasing benefits costs appear to constrain salary growth. Not only is a larger proportion of
compensation dedicated to paying health care premiums but there also appear to be long-term effects on
worker retirement income and employer profitability.

An estimated 34,832 (19.0%) full-time and 49,018 (88.0%) part-time workers were not offered health
benefits in 2002. These workers may benefit from Wyo-Care.

It appears that the Wyo-Care program may have a niche in Wyoming’s labor market. Because
compensation tends to increase with firm size, an estimated 2,301 firms with an average size of 10-19
employees and the 1,438 firms with 20-49 employees in low-turnover industries (Manufacturing,
Wholesale Trade, Financial Activities, and Education & Health Care) may prove the most promising
candidates for the Wyo-Care program.

Nearly one-quarter of the employers with 10 to 19 employees indicated they would be willing to contribute
additional funds for uncovered employees ... almost 80 percent of employers of this size indicated cost
was the primary barrier to offering insurance ... the Wyo-Care proposal appears ideal for firms of this size.

For selected industries (e.g. Construction and Leisure & Hospitality) the Wyo-Care proposal as a strategy
to address insurance costs may have limited appeal.

The Wyo-Care proposal is being put forth as an answer to a problem faced by uncovered employees.

However, if employer participation is going to be generated, it needs to be presented to employers in a
manner that clearly demonstrates a business advantage to participation.

Xi



Other Findings

e Nonresident workers, a growing share of Wyoming’s workforce, lack tenure with their employers and are
often ineligible for health insurance.

e An additional consideration for the Wyo-Care proposal is the potential for employee contributions. The
resident workforce in Manufacturing, Wholesale Trade, Financial Activities, and Education & Health Care
tends to earn slightly more than the state average.

e The lack of detailed knowledge, especially among small firms, reinforces the idea that more education is
needed to inform employers about how a program like Wyo-Care would work and how it could benefit
them.

e Employers express interest in Wyo-Care for both their covered and uncovered employees. Extension of the
Wyo-Care proposal to covered employees may help solve a number of existing problems.

e More than a third (35.3%) of all employer comments to an open-ended question asking for suggested
solutions to the healthcare/coverage problem involve solutions based on greater governmental
involvement.

xii



Section 1: Structure of Compensation and the Potential Wyo-Care Market
by: Douglas Leonard, Senior Research Analyst

Benefits are becoming a larger portion of workers’ total compensation and the rate of growth is increasing.
As shown in Figure i (Bureau of Labor Statistics, 2004), wages and salaries tend to rise more slowly during
periods of accelerated benefits costs. Two such periods occurred during the early to mid 1990s and again at
the turn of the century. Rapidly increasing benefits costs appear to constrain salary growth. Not only is a

Figure i: 12-Month Change in Benefits and Wage/Salary Costs, 1981 to 2004
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larger proportion of compensation dedicated to paying health care premiums but there also appears to be
long-term effects on worker retirement income and employer profitability.

In order for employers to remain competitive during periods of rapidly rising costs, they may hire fewer
workers or reduce benefits to current employees. Nationally, July employment growth estimates fell to
32,000, while spring estimates have been revised downward. Some have interpreted this slower employment
growth rate to rising heath care costs. “Health insurance...now costs the nation’s employers an average of
$3,000 a year” (Porter, 2004).

This section of the report examines employer-provided compensation and focuses on health insurance.
Because the provision of health insurance is part of employers’ overall compensation plans, health
insurance needs to be understood in that context. Employers’ plans and compensation strategies are, in
part, a function of the economic niche occupied by each industry. We present an overview of statewide
compensation strategies followed by a comparison of the strategies of three selected industries: Leisure &
Hospitality, Retail Trade, and Mining. Leisure & Hospitality and Retail Trade were chosen because of their
relatively large size and their reliance on seasonal labor. Mining was chosen because characteristics such as
its worker age and gender distributions, wages, and labor utilization are much different than those of the
other two industries. Another reason for choosing these industries is the steady growth all are expected to
experience through 2012 (Leonard, 2004). All three industries are expected to expand employment at rates
no less than 1.0% annually during the period (compared to 1.5% for all industries).

Understanding the Market: The Issues of Residency and Eligibility

A central theme to understanding benefit access in Wyoming is residency (Jones, 2004). Residency is
highly correlated with access to health insurance. Table i (see page 3) illustrates the trends in Wyoming
residency since 1992. The Table shows that the proportion of resident workers has declined steadily from
81.5 percent (218,107 workers) in 1992, to 79.0 percent in 2003 (254,743 workers). At the same time, the
number of nonresident workers rose from 49,372 to 67,568. In 2003 more than one in five Wyoming
workers were nonresidents. Harris (2004) estimated that on an annual average basis 9.4 percent of all Ul
covered workers had insufficient tenure with an employer to be eligible for health care insurance. However,
nonresident workers may access health care resources while working in Wyoming. Consequently, there is a
greater probability that they contribute to the cost of uncompensated care.



Table i: Wyoming Resident and Nonresident
Workers Using Current Method of Residency
Determination by Year, 1992 to 2003

Nonresident Residents
Year N % N % Total

1992 49,372 18.5| 218,107 81.5| 267,479
1993| 50,164 18.5| 221,522 81.5| 271,686
1994 53,397 19.0f 227,228 81.0/ 280,625
1995| 54,421 19.3| 227,069 80.7, 281,490
1996| 55,262 19.5| 228,594 80.5| 283,856
1997| 55,401 19.3| 231,899 80.7, 287,300
1998| 59,451 20.1) 236,354 79.9) 295,805
1999| 65,653 21.5| 240,337 78.5| 305,990
2000| 63,230 20.5| 245,066 79.5| 308,296
2001| 70,663 21.8] 253,219 78.2] 323,882
2002| 63,860 20.1| 254,116 79.9, 317,976
2003| 67,568 21.0| 254,743 79.0| 322,311

As we examine in this report, residency and insurance eligibility vary widely by industry. Certain
industries exploit a seasonal market and use more temporary or seasonal labor than others.






Chapter 1: Statewide
Note: Figures for this chapter are located on pages 11-18.

Among residents, 7.5 percent of workers are near the traditional retirement age of 65. Most residents are
highly tenured (62.8%) and eligible for health insurance (78.5%).

Figure 1.1.1 displays the distribution of private sector Wyoming workers in 2002 by age group and sex. At
the far right of the chart, we see that 18.2 percent of workers were classified as having unknown
demographics. That is, their gender and age could not be determined. The proportion of unknowns is related
to residency and is closely correlated with insurance eligibility.

Men make up a slightly larger proportion of workers than do women, particularly in the 25-34 year-old
age group. The picture changes markedly when examining the same distribution for Wyoming residents only
(see Figure 1.1.2). The proportion of workers in the Unknown category declines to 2.9 percent when
nonresidents are removed. In addition, the proportional difference in 25-34 year-olds between men and
women widens to 2.3 percent. The proportions of each age group, by sex, are higher in this figure because of
the diminished influence of those in the Unknown category.

Turnover varies considerably when residency is taken into account. Figure 1.1.3 displays the differences
in turnover between residents and nonresidents. Nonresidents comprised 23.0 percent of private sector
workers in 2002 with a turnover rate of 41.9 percent. The data indicate that nonresidents have less stable
employment relationships than do residents. And if working relationships for nonresidents are of short
duration, they are less likely to be eligible for insurance benefits than residents, while still requiring some
level of health care services.

Figure 1.1.4 supports this observation by comparing the likelihood of benefit offerings for residents and
nonresidents. As shown in Figure 1.1.4, 77.5 percent of resident workers were eligible for benefits in
2002Q3 compared to 55.5 percent of nonresident workers. Among resident workers, those who are highly
tenured (five or more quarters attached to the same employer), make up three-fifths of the population (see
Figure 1.1.5). The next largest group is marginal employees (those attached for short periods with long
breaks) at 19.3 percent. Transitioning workers (9.3% of the 2002 total) are in the process of establishing a
highly tenured relationship with their employer. Approximately one in ten resident workers were seasonal



employees. Resident workers are more likely to maintain highly tenured relationships with employers.
Therefore, they are more likely to be eligible for benefits.

Health insurance is also associated with firm size. The larger the firm, the greater the probability of
benefits offering. Figure 1.1.6 shows that 65 percent of workers in 2002 were offered health benefits. The
proportion of workers offered benefits climbs steadily from 39 percent to 56 percent as firm size increases
from less than 10 employees to 49 employees, with a substantial increase to 81 percent when size increases
to 50 or more employees. As shown in Table ii (see page 7), despite the small number of large firms in the
state, they employ a large proportion (47.0%) of private sector workers. While the number of workers in the
state is concentrated in large (50 or more workers) firms, the number of employers is heavily skewed toward
smaller businesses. Table ii shows that more than three-quarters (75.5%) of employers in 2002 averaged
less than ten workers, while only 4.1 percent of firms employed 50 or more people.

The ability of workers and employers to pay for health benefits affects the availability of those benefits.
Figure 1.1.7 details the relationships between average annual premium costs (paid by employers) and the
average quarterly wages by worker tenure. The top bar in Figure 1.1.7 shows the estimated average annual
cost of health insurance per worker for all Wyoming workers. During the period for which these estimates
were prepared, information regarding the number of workers participating in health insurance was
unavailable. Additionally, the capacity to produce cost per participant in health, dependent health, and
dental benefits together is under development.

Assuming that workers share at least some of the total premium cost, we see in Figure 1.1.7 that for
those in the marginal or seasonal tenure categories, the average annual premium in 2002 ($2,388) is nearly
equal to one quarter’s wages ($2,072 and $3,230, respectively). The ratio of annual wages to the average
annual insurance cost per worker for employers is larger for those either highly tenured or transitioning to
highly tenured status, but the average premium still constitutes a substantial proportion of total
compensation.

Full-time and part-time worker status also affects the availability of health and other employer-provided
benefits. The data in Figure 1.1.8 show not only the differences in benefit offerings between full- and part-
time employees, but also how different benefits are made available in the workplace. Whether health,
dependent health, or dental, the proportion of full-time workers offered these benefits in each case is much
higher than for part-time employees.



Table ii: Distribution of Wyoming Employers by Industry and Firm Size, 2002
Firm Size (Average Annual Employment)
Industry <10 10 - 19 20 - 49 50+ Total
Mining Employers 517 104 80 72 773
Row % 66.9% 13.5% 10.3% 9.3% 100.0%
Construction Employers 2,369 364 205 82 3,020
Row % 78.4% 12.1% 6.8% 2.7% 100.0%
Manufacturing Employers 432 96 65 49 642
Row % 67.3% 15.0% 10.1% 7.6% 100.0%
Wholesale Trade, Employers 1,408 212 116 58 1,794
Transportation, & Utilities Row % 78.5% 11.8% 6.5% 3.2% 100.0%
Retail Trade Employers 1,595 372 222 102 2,291
Row % 69.6% 16.2% 9.7% 4.5% 100.0%
Information Employers 180 36 38 24 278
Row % 64.7% 12.9% 13.7% 8.6% 100.0%
Financial Activities Employers 1,314 103 78 33 1,528
Row % 86.0% 6.7% 5.1% 2.2% 100.0%
Professional & Business Employers 2,446 263 121 44 2,874
Services Row % 85.1% 9.2% 4.2% 1.5% 100.0%
Education & Health Care Employers 1,027 194 117 94 1,432
Row % 71.7% 13.5% 8.2% 6.6% 100.0%
Leisure & Hospitality Employers 1,072 419 365 168 2,024
Row % 53.0% 20.7% 18.0% 8.3% 100.0%
Other Services Employers 1,418 138 31 17 1,604
Row % 88.4% 8.6% 1.9% 1.1% 100.0%
Total Employers 13,778 2,301 1,438 743 18,260
Row % 75.5% 12.6% 7.9% 4.1% 100.0%

Offering benefits to more full-time than part-time workers probably reflects employer retention strategies
for employees who generate the most perceived value for their firms. Consequently, the proportions of part-
time workers offered these benefits is comparatively low, with approximately one in eight (12%) part-time
workers offered benefits.



An estimated 34,832 full-time and 49,018 part-time workers were not offered health benefits in 2002 (see
Appendix A, pages A5 and A7). Because firm size and compensation are correlated, the 2,301 firms with an
average size of 10-19 employees, and the 1,438 firms with 20-49 employees (see Table ii, page 7) in low-
turnover industries may prove to be the most promising candidates for the Wyo-Care program. At 17.4
percent, Manufacturing’s turnover rate is below the state average of 24.8 percent. Appendix E, page E2
shows that lower turnover levels also characterize Wholesale Trade, Financial Activities, and Education &
Health Care. A detailed listing of industry subcategories included within each industry group is located in
the Technical Notes on page 130. Appendix A, page A3 reveals that health insurance is not offered to an
estimated 7,638 employees in Education & Health Care; 3,738 in Wholesale Trade; 2,955 in Financial
Activities; and 1,435 in Manufacturing. The starting point for an insurance initiative could be the almost
16,000 workers not offered health insurance in these four industries, with lower than average turnover.

Table iii: Wyoming Average Quarterly Employment for All Workers by Industry, 2002
Total Full-Time Part-Time
Employment Column | Employment | Employment
Estimate % Estimate Estimate Row %
Industry Mining 21,195 9.0% 20,155 1,040 4.9%
Construction 29,195 12.3% 26,064 3,132 10.7%
Manufacturing 11,780 5.0% 11,075 705 6.0%
Wholesale Trade, Transportation, & Utilities 18,287 7. 7% 16,282 2,006 11.0%
Retail Trade 37,474 15.8% 27,251 10,223  27.3%
Information 5,124 2.2% 3,729 1,395 27.2%
Financial Activities 11,197 4.7% 9,083 2,113 18.9%
Professional & Business Services 21,151 8.9% 16,819 4,331 20.5%
Education & Health Care 28,576 12.1% 21,393 7,184 25.1%
Leisure & Hospitality 43,533 18.4% 23,248 20,285 46.6%
Other Services 8,921 3.8% 5,663 3,258 36.5%
Total 236,432 100.0% 180,761 55,671 23.5%
Firm Size <10 Employees 46,794 19.8% 33,364 13,431 28.7%
10 - 19 Employees 36,467 15.4% 26,211 10,256 28.1%
20 - 49 Employees 41,091 17.4% 30,942 10,149 24.7%
50+ Employees 112,080 47.4% 90,245 21,835 19.5%
Total 236,432 100.0% 180,761 55,671 23.5%




An additional consideration for the Wyo-Care proposal is the potential for employee contributions. As
shown in Appendix C, pages C15, C18, C19, C22, and C24, the resident workforce in these industries tends
to earn slightly more than the state average. For example, while women age 25-34 earned an average
$15,507 in 2002, they made $16,869 in Manufacturing and $19,702 in Financial Activities. However, the
available information does not permit a finding regarding employee willingness to make a Wyo-Care
contribution.

As shown in Table iii (see page 8), part-time employment makes up nearly half (46.6%) of Leisure &
Hospitality’s workforce and over one-quarter (27.3%) of Retail Trade’s. Leisure & Hospitality and Retail Trade
comprise 18.4 and 15.8 percent, respectively of total employment. In addition, they are expanding industries
(Leonard, 2003). Given the size of these industries, their projected growth, the large share of part-time
employees in Leisure & Hospitality, and the closeness of the distribution of part-time workers in Retail Trade
to the state as a whole, these industries are examined in detail. Analysis of the Mining industry is provided
for contrast.
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Statewide Figures

Figure 1.1.1: Percentage of All Wyoming Workers by Age and Sex, 2002
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Figure 1.1.2: Percentage of Resident Wyoming Workers by Age and Sex, 2002
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Figure 1.1.3: Percentage of Nonresident Workers and Turnover Rate
of All Wyoming Workers by Residency Status, 2002
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Figure 1.1.4: Distribution of All Wyoming Workers Eligible to
Receive Insurance Benefits by Residency Status, 2002Q3
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Figure 1.1.5: Wyoming Resident Worker Average Turnover and
Distribution of All Wyoming Resident Workers by Tenure (W orker
Attachment to Employer), 2002
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Figure 1.1.6: Percentage of All Wyoming Workers Offered
Benefits by Firm Size, 2002
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Figure 1.1.7: Average Annual Insurance Cost Per Worker for All
Wyoming Employers and Average Quarterly Wage of All Wyoming
Workers by Tenure (Worker Attachment to Employer), 2002
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Figure 1.1.8: Percentage of All Wyoming Workers Offered Selected
Benefits by Employment Status, 2002
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Chapter 2: Leisure & Hospitality
Note: Figures for this chapter are located on pages 21-27.

In general, workers in this industry are more likely young and female. Turnover is high, while tenure and
wages are low. Access to health care is limited. At 36.3 percent (2002Q3), Leisure & Hospitality employs the
largest proportion of nonresidents (see Appendix C, page C14).

The age and sex distribution of residents in Leisure & Hospitality (see Figure 1.2.1) is considerably
different than the statewide distribution. The proportion of male (12.1%) and female (15.4%) resident
workers under age 20 in this industry is much greater than the statewide percentage of all male (5.2%) and
female (5.1%) resident workers under age 20.

In Figure 1.2.2, the turnover rates for residents (33.5%) and nonresidents (43.0%) are similarly high.
Nonresidents comprise 36.3 percent of workers in this industry compared to the statewide total of 23.0
percent (see Figure 1.1.3, page 13). It is to be expected then, that the proportion of Leisure & Hospitality
workers eligible to receive benefits in 2002 is lower than that for all workers (see Appendix B, page B2).
Figure 1.2.3 shows that an average 63.4 percent of workers in this industry attain tenure sufficient for
benefits eligibility, compared with 73.7 percent for all workers (see Figure 1.1.4, page 14). However,
nonresident workers in this industry (60.2%) were more likely to be eligible than nonresidents overall
(55.8%). The proportion of highly tenured resident workers (39.8%) is much lower in Leisure & Hospitality
than in the state as a whole (60.8%; see Figures 1.2.4, page 24 and 1.1.5, page 15). In contrast to statewide,
average tenure is much lower in this industry. It has relatively high proportions of marginal (33.7%) and
seasonal (17.2%) workers compared to the statewide averages of 19.3 and 10.7 percent, respectively.

The proportion of workers offered benefits in Leisure & Hospitality (32%) is less than half of the statewide
proportion (65%; see Figures 1.2.5, page 25 and 1.1.6, page 16). While approximately half of all workers in
larger firms (more than 50 employees) in Leisure & hospitality have benefit access, the proportion drops to
18 percent in firms with 20 to 49 employees and 3 percent for firms with less than 10 employees. Although
the percentage offered benefits in Leisure & Hospitality increases with firm size, the 51 percent for firms of
50 or more employees is much lower than the 81 percent for all Wyoming workers with access to benefits in
very large firms.
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The distribution of employers by size in Leisure & Hospitality also differs from the state as a whole. Table
ii (see page 7) shows that only 53.0 percent of businesses in Leisure & Hospitality have less than 10
employees compared to 75.5 percent in the state. In addition, 8.3 percent of Leisure & Hospitality
businesses have 50 or more employees compared to the statewide total of 4.1 percent. Although firms in this
industry tend to be relatively large, the probability of benefit offerings is lower than that of the state as a
whole.

Wages and benefits costs in Leisure & Hospitality are both considerably lower than the statewide averages
(see Figures 1.2.6, page 26 and 1.1.7, page 17). Highly tenured employees in Leisure & Hospitality earned
an average of $3,573 per quarter or 44.5 percent of the statewide average ($8,116). Similar results are
observed when comparing the wages of transitioning, seasonal, or marginal workers. The concentration of
workers in the marginal and seasonal categories contributes to the relatively low average wages paid in this
industry. The average annual employer cost per worker offered benefits is much lower ($711) than the
statewide average ($2,388). Fewer than one-third of the workers in Leisure & Hospitality have access to
benefits (see Figure 1.2.7). The proportion of full-time workers offered health benefits is 55 percent, while
dependent health and dental are 53 and 42 percent, respectively. Only 1 in 16 part-time workers is offered
health and dependent health benefits. Approximately 1 in 33 part-time workers is offered dental benefits.
Consequently, the overall proportions of workers offered benefits in this industry is much lower than the
statewide average.

20



Leisure & Hospitality Figures
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Figure 1.2.2: Percentage of Nonresident Workers and Turnover Rate
of Wyoming Workers in Leisure & Hospitality by Residency Status,
2002
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Figure 1.2.4: Wyoming Resident Worker in Leisure & Hospitality
Average Turnover and Distribution of Wyoming Resident Workers
in Leisure & Hospitality by Tenure (Worker Attachment to
Employer), 2002
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Figure 1.2.5: Percentage of Wyoming Workers in Leisure &
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Figure 1.2.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Leisure & Hospitality and Average Quarterly Wage of
Wyoming Workers in Leisure & Hospitality by Tenure (Worker
Attachment to Employer), 2002
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Figure 1.2.7: Percentage of Wyoming Workers in Leisure &
Hospitality Offered Selected Benefits by Employment Status, 2002
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Chapter 3: Retail Trade
Note: Figures for this chapter are located on pages 31-37.

Retail Trade was selected for analysis because in many respects its characteristics are similar to those of
the state as a whole. The proportion of resident workers in Retail Trade is only slightly higher than the
statewide average.

Data from Appendix C, page C14 show the proportion of residents in this industry is 81.4 percent
compared to the statewide average of 77.7 percent. Among resident workers, age and sex distributions in
addition to average wages also differ. Figure 1.3.1 and Figure 1.1.2 (see page 12) show the proportion of
women in younger age groups (those less than 25 years of age) is much higher than in the statewide
resident population. Conversely, the proportion of resident male workers who are less than 20 years of age
is lower than the statewide resident population. However, the proportion of male workers between the ages
of 25 and 65 is higher than in the statewide resident population. Wages are considerably lower than the
statewide average for residents working in Retail Trade. As shown in Appendix C, pages C15 and C20, the
average wage in the state was $23,246 in 2002 compared to $15,538 in Retail Trade. Wages for resident
men statewide were $30,616 compared to $20,719 for men in Retail Trade. Similarly, wages for women
statewide were $15,684 while wages for women in Retail Trade were $12,042. More substantial gaps exist
when comparing wages for men and women in similar age groups within the industry.

Figure 1.3.2 and Figure 1.1.3 (see page 13) show the turnover rate for Retail Trade (21.0%) is slightly
lower than the statewide average (21.6%). The turnover rate for nonresidents in this industry is 38.9 percent
compared to the statewide average of 41.9 percent. However, the turnover rate for residents statewide
(21.6%) is slightly higher than that of Retail Trade (21.0%). Given the similarity in characteristics between
the state and Retail Trade, it is to be expected that benefits eligibility proportions would be similar as well.
Figure 1.3.3 and Figure 1.1.4 (see page 14) show that the differences in eligibility by residency are small. In
fact, the proportion eligible for benefits in Retail Trade (77.9%) is only 0.4 percentage points higher than the
statewide average. In this industry, it appears that nonresidents (59.9%) may fare better when qualifying for
benefits than statewide (55.5%). The benefits eligibility rate for residents is 0.4 percent higher in the
statewide workforce than in Retail Trade. The proportion of highly tenured workers in Retail Trade (60.7%;
see Figure 1.3.4) is 0.1 percentage points lower than the statewide average (see Figure 1.1.5, page 15). The
difference between Retail Trade and the statewide average appears to be marginal workers (19.5% in Retail
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Trade compared to the statewide average of 19.3%). The similarity between the key characteristics in this
industry and access to health insurance suggests Retail Trade workers are foremost to understanding
access to health insurance in general.

The proportion of workers offered health benefits in Retail Trade (64%) is similar to the proportion offered
to all workers (65%; see Figures 1.3.5, page 35 and 1.1.6, page 16). Although the proportion of workers
offered benefits in businesses with 20-49 employees is identical, the statewide averages in employers with
50+ employees and fewer than 10 employees are higher than in Retail Trade. Conversely, the proportion of
Retail Trade workers offered health benefits in businesses with 10-19 employees is 4 percentage points
greater than the statewide average. Unlike the statewide averages, which increase steadily with firm size, the
proportion of Retail Trade workers offered benefits is lower for businesses with 20-49 employees than for
businesses employing 10-19 workers.

Table ii (see page 7) shows that 69.6 percent of Retail Trade businesses have fewer than 10 workers
compared to the statewide average of 75.5 percent. The proportions of Retail Trade businesses employing
between 10 and 49 workers (two size categories) are slightly larger than the statewide averages (16.2% and
9.7% compared to 12.6% and 7.9%, respectively).

Wages and benefits costs in Retail Trade are lower than statewide averages, but higher than those found
in Leisure & Hospitality. At $1,559 per worker (see Figure 1.3.6), insurance costs in Retail Trade are
approximately 65 percent of the statewide average. Quarterly wages for highly tenured workers in this
industry average $5,517 per quarter or 67.3 percent of the statewide average ($8,193). Statewide wages for
seasonal and marginal employees are approximately 40 percent higher than the wages for similar Retail
Trade workers. Statewide quarterly wages for transitioning workers are 61 percent higher than those found
in Retail Trade. As shown in Figure 1.3.7 and Figure 1.1.8 (see page 18), offering rates for health (64%),
dependent health (47%), and dental (52%) are all lower than the statewide averages. However, full-time
Retail Trade workers are more likely to be offered employee health and dental insurance than workers in the
general population. The same cannot be said for part-time employees, where the proportions of those
workers offered benefits in Retail Trade are approximately three-quarters the statewide average. Table iii (see
page 8) shows that Retail Trade has a slightly larger proportion of part-time workers (27.3%) than the
statewide population (23.5%). Approximately 18.3 percent of all the part-time private sector workers in the
state are employed in Retail Trade.
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Figure 1.3.4: Wyoming Resident Worker in Retail Trade Average
Turnover and Distribution of Wyoming Resident Workers in
Retail Trade by Tenure (Worker Attachment to Employer), 2002
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Figure 1.3.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Retail Trade and Average Quarterly Wage of Wyoming
Workers in Retail Trade by Tenure (Worker Attachment to Employer),
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Chapter 4: Mining
Note: Figures for this chapter are located on pages 41-47.

Mining is one of the highest wage and lowest turnover industries in Wyoming. Its demographic
characteristics are also considerably different from most other industries.

Figure 1.4.1 and 1.1.1 (see page 11) show very few women work in Mining compared to other industries
and, on average, the men who work in the Mining industry tend to be older than the state’s workforce.
Approximately 58.5 percent of residents who worked in Mining are men 35 years of age or older, compared
to the statewide average of 29.3 percent. Gender distributions in this industry also differ from the statewide
averages considerably. Appendix C, page C15 shows that women comprise 44.5 percent of Wyoming’s
resident workforce but only 11.6 percent of the workforce in Mining. Wages in Mining are substantially
higher for both men and women than the statewide resident workforce. In 2002, the men earned an average
$50,328 per year and women earned an average $34,138 compared to the statewide averages of $30,616 for
men and $15,684 for women.

Figure 1.4.2 shows the turnover rate for Mining workers is 16.4 percent compared to the statewide
average of 23.6 percent (see Figure 1.1.3, page 13). In addition, the proportion of nonresident workers in
Mining is 7.0 percent lower than the statewide average. Resident turnover in Mining averaged 14.0 percent
in 2002, compared to 21.6 percent in the state’s resident workforce. Nonresident turnover was 6.8 percent
age points lower than the statewide average. Figure 1.4.3 shows that 85.9 percent of workers were eligible to
receive benefits in 2002 compared to the statewide average of 73.7 percent. Eligibility rates for residents and
nonresidents working in Mining are both higher than the statewide averages.

The proportion of highly tenured resident workers in Mining is nearly 15 percentage points higher than
the statewide average (see Figures 1.4.4, page 44 and 1.1.5, page 15). The statewide proportions of seasonal
and marginal employees are also considerably higher than in Mining (10.7% and 19.3% compared to 6.8%
and 9.7%, respectively).

The proportion of benefits offerings increases as firm size increases for both Mining and statewide.

However, the rate of increase is much faster in Mining (see Figures 1.4.5, page 45 and 1.1.6, page 16). An
estimated 88 percent of Mining employees are offered health benefits compared to two-thirds of the
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statewide population. For those people working in Mining firms with 50 or more employees, the rate is even
higher (96%).

Table ii (see page 7) shows that only two-thirds of Mining firms have less than 10 workers compared to
the statewide average of 75.5 percent. However, in terms of the number of employees, 73.1 percent of Mining
employment is in firms of 50 or more workers compared to the statewide average of 47.4 percent. As such,
Mining industry employees will more often work for a large firm, which tends to offer benefits more
frequently than smaller firms.

Unlike Leisure & Hospitality and Retail Trade, wages and insurance costs per worker are considerably
higher than the statewide averages. Average quarterly wages paid to highly tenured Mining employees are
$14,245, nearly twice the average for highly tenured employees statewide (see Figures 1.4.6, page 46 and
1.1.7, page 17). Similarly, the average wages for transitioning, seasonal, and marginal Mining workers are
more than twice that of the statewide workforce. Insurance costs are 1.5 times the statewide average, and
this increase is commensurate with the age distribution and wage structure of the industry.

As shown in Figure 1.4.7, 70 percent of workers are offered either health or dental benefits. For full-time
workers, 93 percent are offered health benefits, 91 percent are offered dependent health benefits, and 73
percent are offered dental benefits. Very few part-time employees are offered benefits, but as Table iii (see
page 8) indicates, only 4.9 percent of workers in the Mining industry are part-time employees.

Mining and Leisure & Hospitality tend to be at opposite ends of the spectrum for the likelihood of being
offered health insurance benefits. Each is comprised, to varying degrees, of key elements affecting
compensation such as firm size, wages, turnover, tenure, residency, age, and gender. Both industries have a
larger proportion of large firms than statewide; however, Mining has disproportionately large shares of high
wages, low turnover, residents, middle-aged male workers, and highly tenured employees. Alternatively,
Leisure & Hospitality tends to have larger shares of low wages, high turnover, nonresidents, young and
female workers, and employees with short tenure.

The relationships of these elements among industries provide insight to where a program, like Wyo-Care,

might have the greatest potential for success. Alternatively, the research suggests there are industries in
which the Wyo-Care proposal may not be viable.
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Age and Sex, 2002

22.7%
18.4%
8.8% 8.5%
3.3% 3.5%
_ 0,
1.7% 1.1% a9, 1.2% 2:0% . . 1.0% 5o, 1.1%
I - = - -
< < < <
O

26.2%

o <+ <+ < < < + o < + e
N N ) < Tp) o) Tp) N Q] () < N To}
iV | 1 1 1 ] @ \V 1 1 1 1 1 @ B
o To) N n N o N N To} To} )
N N ™ < 7o) N o, ) <+ To) c
i
=
)
Men Women

41



50.0%
45.0%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
10.0%

5.0%

0.0%

Figure 1.4.2: Percentage of Nonresident Workers and Turnover Rate
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Figure 1.4.4: Wyoming Resident Worker in Mining Average
Turnover and Distribution of Wyoming Resident Workers in
Mining by Tenure (Worker Attachment to Employer), 2002
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Benefits by Firm Size, 2002
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Figure 1.4.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Mining and Average Quarterly Wage of Wyoming Workers
in Mining by Tenure (Worker Attachment to Employer), 2002
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Selected Benefits by Employment Status, 2002
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Chapter 5: Construction
Note: Figures for this chapter are located on pages 51-57.

As shown in Figure 1.5.1, men comprise the vast majority of workers in the Construction industry. The
age distribution of resident men who work in Construction tends to be older than most industries in the
state. For example, 47.6 percent of resident workers in Construction are men 35 years of age or older.
Construction’s age and gender distribution contrasts with the statewide averages (see Figure 1.1.2, page 12),
where men 35 years of age and older comprise only 29.3 percent of the total. Women comprise 44.6 percent
of resident workers statewide, but only 12.1 percent of the resident worker population in Construction.

Construction has a higher nonresident population than the state as shown in Figure 1.5.2 and Figure
1.1.3 (see page 13). In 2002, 35.5 percent of Wyoming workers in Construction were nonresidents,
compared to the statewide average of 23.0 percent. Resident turnover is nearly seven percent higher in
Construction than the statewide average and Construction nonresident turnover is 9.4 percent higher than
the statewide average. Given the higher level of turnover and nonresident workers compared to the statewide
averages, it then follows that insurance eligibility would be relatively lower in this industry. As shown in
Figures 1.5.3 and Figure 1.1.4 (see page 14), the insurance eligibility rates in 2002 particularly for
nonresident Construction workers (40.7%) was much lower than the statewide average (55.5%). Resident
eligibility rates in Construction were 5.5 percent lower than the statewide averages in 2002.

The seasonal nature of the Construction industry lends itself to labor utilization strategies that are
considerably different from those of the state as a whole. Figure 1.5.4 and 1.1.5 (see page 195) illustrate the
differences in labor utilization. In 2002, 49.7 percent of resident Construction workers were highly tenured,
compared to the statewide average of 60.8 percent. Conversely, the proportions of seasonal and marginal
workers in this industry were 3.3 percent and 7.6 percent greater than the statewide averages, respectively.

Construction firms also tend to have fewer workers than businesses statewide. Table ii (see page 7) shows
that in 2002, 2.7 percent of Construction firms had 50 or more workers compared to 4.1 percent statewide.
Smaller firm size, higher turnover, greater proportions of seasonal and marginal workers, in addition to a
higher concentration of nonresident workers is associated with a lower likelihood of benefits offering. But, as
shown in Figure 1.5.5 and Figure 1.1.6 (see page 16), insurance offering tends to be higher in Construction
than statewide. This high offering rate may be a function of the dominance of older males in this industry.
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While employment in the Construction industry is less stable than statewide, the likelihood of medical
benefit offering is greater for all employer sizes. In 2002, an estimated 70 percent of Construction workers
were offered health benefits compared to the statewide average of 65 percent.

The top bar in Figure 1.5.6 shows the estimated average annual cost of health insurance per worker in
the Construction industry. During the period for which these estimates were prepared, information
regarding the number of workers participating in health insurance was unavailable. Additionally, the
capacity to produce cost per participant in health, dependent health, and dental benefits together was under
development. The estimated average insurance cost per Construction worker was $674 less than the
statewide average of $1,714 (see Figure 1.1.7, page 17). However, the wages paid to Construction workers
was higher than the wages paid to Wyoming workers, in general, for each type of tenure.

As shown in Figure 1.1.8 (see page 18) and Figure 1.5.7, full-time employees statewide have a greater
likelihood of benefit offering (81% health, 74% dependent health, 65% dental), than do full-time
Construction workers (75% health, 70% dependent health, 55% dental). What raises the overall proportions
of offering in Construction is the benefit offering status of part-time workers. Nearly one-third of part-time
Construction workers are offered some type of benefit compared to one-eighth of workers statewide.
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Figure 1.5.4: Wyoming Resident Worker in Construction Average
Turnover and Distribution of Wyoming Resident Workers in
Construction by Tenure (Worker Attachment to Employer), 2002
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Offered Benefits by Firm Size, 2002
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Figure 1.5.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Construction and Average Quarterly Wage of Wyoming
Workers in Construction by Tenure (Worker Attachment to Employer),
2002
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Figure 1.5.7: Percentage of Wyoming Workers in Construction
Offered Selected Benefits by Employment Status, 2002
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Chapter 6: Wholesale Trade, Transportation, & Utilities
Note: Figures for this chapter are located on pages 61-67.

More than half of the resident workers (53.8%) in Wholesale Trade, Transportation, & Utilities (WTTU) are
men 35 years of age or older (see Figure 1.6.1). While this proportion is much higher than the statewide
average of 29.3 percent (see Figure 1.1.2, page 12), the proportion of nonresident workers in WTTU (see
Figure 1.6.2) is 14.6 percent, much lower than the 23.0 percent statewide. Resident and nonresident
turnover in this industry is also considerably lower than the statewide averages (13.8% and 29.6%
compared to 21.6% and 41.9%, respectively).

Benefits eligibility in WTTU tends to be relatively high. Data in Figure 1.6.3 indicate that 86.1 percent of
resident workers and 65.1 percent of nonresident workers were eligible to receive benefits in 2002. Given the
relatively low level of turnover in this industry, we expect that workers in WITU tend to be highly tenured.
Figure 1.6.4 shows that nearly 73 percent of workers in WTTU were highly tenured in 2002. Consequently,
the proportions of seasonal, marginal, and transitioning workers are less than the statewide averages (see
Figure 1.1.5, page 15).

Benefits offering proportions by firm size tend to be much higher in WTTU than statewide. Figure 1.6.5
shows the health benefit offering percentage in WTTU is 80 percent, 15 percentage points greater than
statewide (see Figure 1.1.6, page 16).

Much higher than statewide average benefit offering percentages implies that benefit utilization and
therefore benefits costs are higher. The wages and benefit costs to employers are shown in Figure 1.6.6. The
top bar in Figure 1.6.6 shows the estimated average annual cost of health insurance per WI'TU worker.
During the period for which these estimates were prepared, information regarding the number of workers
participating in health insurance was unavailable. Additionally, the capacity to produce cost per participant
in health, dependent health, and dental benefits together is under development. Not only are the vast
majority of WITU workers highly tenured, they are also relatively highly paid at $10,225 per quarter
compared to $8,116 statewide (see Figure 1.1.7, page 17).

As shown in Figure 1.6.7, while benefits offering proportions in WTTU are similar to statewide (see Figure
1.1.8, page 18) for part-time workers (14% health, 13% dependent health, 14% dental compared to 12%
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health, 12% dependent health and 10% dental, respectively), offering rates to full-time WTTU employees
average from 7 to 12 percentage points greater than the statewide averages. WI'TU may be an effective target
for a program like Wyo-Care because it has relatively stable employment and high paying jobs, both of
which lend themselves to uninsured workers being able to afford premium payments.
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Wholesale Trade, Transportation, & Utilities Figures

30.0%

25.0%

20.0%

15.0%

10.0%

5.0%

0.0%

Figure 1.6.1: Percentage of Resident Wyoming Workers in Wholesale Trade,
Transportation, & Utilities by Age and Sex, 2002
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Figure 1.6.3: Distribution of Wyoming Workers in Wholesale Trade,

Transportation, & Utilities Eligible to Receive Insurance Benefits
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Figure 1.6.4: Wyoming Resident Worker in Wholesale Trade,
Transportation, & Utilities Average Turnover and Distribution of
Wyoming Resident Workers in Construction by Tenure (Worker
Attachment to Employer), 2002
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Figure 1.6.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Wholesale, Transportation, & Utilities and Average Quarterly
Wage of Wyoming Workers in Wholesale, Transportation, & Utilities by
Tenure (Worker Attachment to Employer), 2002
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Figure 1.6.7: Percentage of Wyoming Workers in Wholesale Trade,
Transportation, & Utilities Offered Selected Benefits by Employment
Status, 2002
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Chapter 7: Manufacturing
Note: Figures for this chapter are located on pages 71-77.

Figure 1.7.1 shows that 63.8 percent of resident workers are 35 years of age or older, compared with 53.5
percent statewide (see Figure 1.1.2, page 12). Most resident Manufacturing workers are men (73.6%),
compared with the statewide average of 52.5 percent. The proportion of nonresident Manufacturing workers
is much less than statewide (15.5% compared to 23.0%, see Figures 1.7.2, page 72 and 1.1.3, page 13).
Employment stability appears to be much greater in Manufacturing compared to statewide, with turnover
rates at 17.4 percent and 24.8 percent, respectively.

Since turnover in Manufacturing is lower than statewide, it is expected that benefits eligibility and offering
rates would be greater than the state averages. Figure 1.7.3 and Figure 1.1.4 (see page 14) shows that
benefit eligibility rates are higher than average in the industry (78.8% compared to 73.7% statewide). In
addition, Table iii (see page 8) shows that 94.0 percent of workers in Manufacturing are full-time, compared
to the statewide average of 76.5 percent. Manufacturing workers also tend to be employed in relatively large
firms. Calculating the percentage using data from Table D4 (see Appendix D, page D4) and Table iii (see
page 8) indicates that 59.9 percent of workers are employed in firms with 50 or more employees, compared
to the statewide average of 47.4 percent. Employment in Manufacturing firms tends to be more stable than
statewide as shown in Figure 1.7.4. Almost three-quarters of resident workers in this industry (72.4%) are
highly tenured. Conversely, the proportions of seasonal (7.2%), marginal (11.8%) and transitioning workers
(8.6%) are lower than the statewide averages, particularly in the marginal worker category (19.3% statewide;
see Figure 1.1.5, page 15).

Since Manufacturing firms tend to be relatively large, have a relatively large proportion of older male
workers, and have stable employment, it is expected that the likelihood of benefits offering is high as well.
Figure 1.7.5 illustrates that the overall benefits offering proportion is 88 percent, compared to 65 percent
statewide (see Figure 1.1.6, page 16). The benefits offering proportion is higher for each size of employer
than it is statewide as well, and tends to increase rapidly with increasing firm size. The one exception would
be in firms with 10-19 workers. The likelihood of benefit offering is lower than in the smallest firms (<10
workers) and those with 20-49 workers.

The top bar in Figure 1.7.6 shows the estimated average annual cost of health insurance per
Manufacturing worker. According to Figure 1.7.6, employer benefit costs per worker offered average an
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estimated $3,048 annually. However, the average wages in this industry are considerably higher than that
amount. Highly tenured workers earn and average of $10,025 per quarter. Manufacturing workers in the

other tenure categories earn from 10 to 50 percent more than in comparable statewide averages (see Figure
1.1.7, page 17).

During the period for which these estimates were prepared, information regarding the number of workers
participating in health insurance was unavailable. Additionally, the capacity to produce cost per participant
in health, dependent health, and dental benefits together is under development.

Benefit offering percentages by type of health related benefit are considerably higher in this industry than
statewide. Figure 1.7.7 shows that 93 percent of full-time workers are offered either health or dependent
health benefits, and 74 percent of full-time workers are offered dental benefits. However, very low

percentages of part-time Manufacturing workers are offered benefits. Only an estimated seven percent of
workers in this industry are classified as part-time.
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Manufacturing Figures
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Figure 1.7.1: Percentage of Resident Wyoming Workers in Manufacturing by Age
and Sex, 2002

14.1%
7 6% 9.1%
. (¢}
4.4% 6.0% 5.9%
13.4% L 8% 3.0% 7 2.7%
’ 1.8% . 0.7%
N T [ -
3 3
Vv

18.3% 19.3%

1.7%

a

<+ <+ < < < + < <+ <+ < < +
N N ) < Tp) o) Tp) N () < N O To}
iV | 1 1 1 ] @ 1 1 1 1 1 @
o To) N n N o N N To} To}
N N ™ < 7o) N o, ) <+ Te)
Men Women

Unknown

71



40.0%

35.0%

30.0%

25.0%

20.0%

15.0%

10.0%

5.0%

0.0% -

Figure 1.7.2: Percentage of Nonresident Workers and Turnover Rate
of Wyoming Workers in Manufacturing by Residency Status, 2002
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Figure 1.7.3: Distribution of Wyoming Workers in Manufacturing
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Figure 1.7.4: Wyoming Resident Worker in Manufacturing Average
Turnover and Distribution of Wyoming Resident Workers in
Manufacturing by Tenure (Worker Attachment to Employer), 2002
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Figure 1.7.5: Percentage of Wyoming Workers in Manufacturing
Offered Benefits by Firm Size, 2002
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Figure 1.7.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Manufacturing and Average Quarterly Wage of Wyoming
Workers in Manufacturing by Tenure (Worker Attachment to
Employer), 2002
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Figure 1.7.7: Percentage of Wyoming Workers in Manufacturing
Offered Selected Benefits by Employment Status, 2002
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Chapter 8: Information
Note: Figures for this chapter are located on pages 81-87.

Information employs a relatively large proportion of women in its resident workforce (47.5% of the total,
see Figure 1.8.1). The proportion of Information workers who are nonresidents is approximately one in seven
or 15 percent. The statewide ratio of nonresidents to residents is 1 in S (see Table i, page 1). Resident and
nonresident turnover statistics for this industry (16.4% and 32.2%, respectively) are well below the state
averages (see Figure 1.8.2). Benefits eligibility in Information is also relatively high (see Figure 1.8.3) with
85.8 percent of residents, and 65.9 percent of nonresidents classified as eligible for health insurance. Of the
industries studied, Information has the fifth highest proportion of resident workers (84.4%, see Appendix C,
page C14), which is 7.4 percent higher than the statewide average.

The high proportion of highly tenured workers underscores the relatively low turnover experienced by
workers in this industry. In 2002, the proportion of highly tenured Information workers was 70.0 percent
(see Figure 1.8.4), 10 percentage points greater than the statewide average (60.0%; see Figure 1.1.5, page
15). Table ii (see page 7) indicates that firms in the Information industry tend to be larger than average with
8.1 percent of firms having 50 or more workers and only 64.7 percent of firms having fewer than 10
workers, compared to the statewide averages of 4.1 and 75.5 percent, respectively.

As shown in Figure 1.8.5, 7 out of 10 workers in Information are offered health benefits. According to
Appendix A, page A10, health insurance offering in Information (70%) is higher than the statewide average
(65%), ranking Information higher than Retail Trade; Professional & Business Services; and Leisure &
Hospitality and lower than Mining; Manufacturing; Wholesale Trade, Transportation, & Utilities; Financial
Activities, and Education & Health Care. Offering rates by employer size are not shown because of
insufficient firms in the sample.

The top bar in Figure 1.8.6 shows the estimated average annual cost of health insurance per Information
worker. During the period for which these estimates were prepared, information regarding the number of
workers participating in health insurance was unavailable. Additionally, the capacity to produce cost per
participant in health, dependent health, and dental benefits together is under development. Estimated
benefit costs in Information are similar to the statewide averages ($2,853 compared to $2,388; see Figures
1.8.6, page 86 and 1.1.7, page 17). Wages by tenure type are also similar.
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Average wages in Information for highly tenured and transitioning workers are slightly lower than the
statewide averages and wages for seasonal and marginal workers are slightly greater than statewide
averages.

As shown in Figure 1.8.7, nearly all full-time workers in Information are offered health (96%) and
dependent health (96%) benefits with 76 percent offered dental benefits. None of the firms in the sample
reported offering benefits to part-time workers.
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Information Figures
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Figure 1.8.1: Percentage of Resident Wyoming Workers in Information by Age and
Sex, 2002
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Figure 1.8.2: Percentage of Nonresident Workers and Turnover Rate
of Wyoming Workers in Information by Residency Status, 2002
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Figure 1.8.3: Distribution of Wyoming Workers in Information

Eligible to Receive Insurance Benefits by Residency Status, 2002Q3
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Figure 1.8.4: Wyoming Resident Worker in Information Average
Turnover and Distribution of Wyoming Resident Workers in
Information by Tenure (Worker Attachment to Employer), 2002
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Figure 1.8.5: Percentage of Wyoming Workers in Information
Offered Benefits by Firm Size,” 2002
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Figure 1.8.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Information and Average Quarterly Wage of Wyoming
Workers in Information by Tenure (Worker Attachment to Employer),
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Figure 1.8.7: Percentage of Wyoming Workers in Information
Offered Selected Benefits by Employment Status, 2002
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Chapter 9: Financial Activities
Note: Figures for this chapter are located on pages 91-97.

Unlike many industries in Wyoming, resident workers in Financial Activities are more likely to be women
than men. Figure 1.9.1 shows that 66.4 percent of resident workers in this industry are women. As a
proportion of resident workers, only Education & Health Care has a higher proportion of women (78.8%; see
Appendix C, page C24) than Financial Activities.

Figure 1.9.2 shows the total turnover rate in this industry to be 14.3 percent compared to a statewide
average of 24.8 percent (see Figure 1.1.3, page 13). According to Appendix E, page E2, Financial Activities
has the lowest turnover rate of any industry (14.3%). It also has the lowest industry turnover rate for
resident workers (12.9%, see Appendix E, page E3), and the second lowest turnover rate for nonresident
workers (31.1%, see Appendix E, page E4).

Benefits eligibility rates in Financial Activities are among the highest in the state. From data in Figure
1.9.3 and Appendix D, page D2, the total benefits eligibility rate in this industry is 84.3 percent, a value
second only to Mining (85.9%).

Resident workers in Financial Activities tend to be highly tenured. Figure 1.9.4 shows that nearly three
out of four resident workers (74.3%) were highly tenured in 2002. Appendix E, page E9 illustrates that the
proportion of highly tenured workers in Financial Activities was second highest (74.3%) among resident
workers (Mining had the highest proportion, 75.7%). Although resident workers in this industry tend to be
highly tenured, Table ii (see page 7) illustrates that 86.0 percent of businesses in Financial Activities had
fewer than 10 employees. Using data from Appendix D, page D4 and Appendix A, page A9 indicates that
32.1 percent of Financial Activities workers were employed by firms with fewer than 10 employees.

The probability of health benefits offering is considerably higher in Financial Activities than for the all
industry average. Figure 1.1.6 (see page 16) and Figure 1.9.5 show that the proportions of health benefits
offering by employer size range from 6 to 30 percentage points higher in Financial Activities than statewide.
However, because of the relatively large portion of workers employed in smaller firms, the overall benefits
offering for the industry is 74 percent.
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Appendix E, page E11 shows that highly tenured workers in Financial Activities are estimated to have
greater earnings than the statewide average ($8,418 compared to $8,116). The top bar in Figure 1.9.6 shows
the estimated average annual cost of health insurance per Financial Activities worker. During the period for
which these estimates were prepared, information regarding the number of workers participating in health
insurance was unavailable. Additionally, the capacity to produce cost per participant in health, dependent
health, and dental benefits together is under development. Employer benefits costs in this industry are also
greater than statewide averages. Figure 1.9.6 and Appendix A, page A8 show that annual benefits costs in
Financial Activities ($3,613 per worker) average 51.3 percent higher per worker than the statewide average
($2,388).

Benefit offerings by work status (full or part-time) and benefit type tend to be higher in Financial Activities
than many other industries. Figure 1.9.7 and Appendix A, pages A10-A12 show that benefit offering
percentages range from 5 to 17 percentage points higher than statewide averages for employees of equal
work status. One feature of this industry not seen in others is the greater proportions of part-time workers
offered benefits. This may be related to the industry’s gender and age distribution (high proportion of women
workers relative to other industries).
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Financial Activities Figures
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Figure 1.9.1: Percentage of Resident Wyoming Workers in Financial Activities by
Age and Sex, 2002
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Figure 1.9.2: Percentage of Nonresident Workers and Turnover Rate
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Figure 1.9.3: Distribution of Wyoming Workers in Financial
Activities Eligible to Receive Insurance Benefits by Residency
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Figure 1.9.4: Wyoming Resident Worker in Financial Activities
Average Turnover and Distribution of Wyoming Resident Workers
in Financial Activities by Tenure (Worker Attachment to
Employer), 2002
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Figure 1.9.5: Percentage of Wyoming Workers in Financial
Activities Offered Benefits by Firm Size, 2002
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Figure 1.9.6: Average Annual Insurance Cost Per Worker for Wyoming
Employers in Financial Activities and Average Quarterly Wage of
Wyoming Workers in Financial Activities by Tenure (Worker
Attachment to Employer), 2002

Tenure

Average Annual Insurance
Cost Per Worker

—

Highly Tenured

Transitioning

Seasonal

Marginal

-

$0 $3,000 $6,000

$9,000 $12,000 $15,000 $18,000

96



100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Figure 1.9.7: Percentage of Wyoming Workers in Financial
Activities Offered Selected Benefits by Employment Status, 2002
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Chapter 10: Professional & Business Services
Note: Figures for this chapter are located on pages 101-107.

The resident worker gender and age distribution in Professional & Business Services closely resembles
statewide averages. Figure 1.10.1 and Appendix C, page C23 show that resident women slightly outnumber
resident men in the industry (48.6% compared to 48.3%). This appears to be, in part, due to the larger than
average proportions of resident women working in this industry between 25 and 54 years of age (32.2% in
the industry compared to 27.7% statewide).

Turnover levels and the proportion of resident workers tend to be higher in this industry than the
statewide average. Figure 1.10.2; Appendix C, page C14; and Appendix E, page E3 show the turnover rate
for residents in Professional & Business Services (28.7%) is second only to the rate in Leisure & Hospitality
(33.5%).

Relatively high turnover rates lend themselves to lower incidences of benefits eligibility. Figure 1.10.3 and
Appendix D, page D2 show that the total eligibility rate for this industry is 66.8 percent (6.9 percentage
points lower than the statewide average). Eligibility for nonresident workers in professional & Business
Services was much lower than for workers in other industries. Only 45.5 percent of nonresidents were
eligible for benefits in 2002Q3. This was the second lowest rate of any industry (Construction nonresident
eligibility was 40.7%).

Figure 1.10.4 illustrates that only slightly more than half (51.6%) of resident workers in the industry are
considered highly tenured, while more than one quarter (26.9%) are marginal workers. Appendix E, page E9
shows that the incidence of marginal workers in this industry (26.9%) is equal to that seen in Construction
and 7.6 percentage points higher than the resident statewide average. Given the relatively large proportion of
resident marginal workers in the industry (26.9%), a large portion of workers annual benefit costs exceed
one-quarter of their annual wages.

Table ii (see page 7); Appendix A, page A9; and Appendix D, page D4 show that 85.1 percent of firms in
Professional & Business Services have fewer than 10 employees (33.5% of industry employment compared to
the statewide average of 19.8%). Health benefits offering rates are estimated to be slightly higher in this
industry than statewide for all employer sizes (68% compared to 65% statewide, see Figure 1.10.5 and
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Appendix D, page D6). Figure 1.10.5 also shows that the health benefits offering rate for businesses with
20-49 workers (65%) is lower than that of businesses with 10-19 employees (75%).

Figure 1.10.6 shows that average annual employer insurance costs are an estimated $2,415, $27 per
worker greater than the statewide average (see Appendix A, page A8). During the period for which these
estimates were prepared, information regarding the number of workers participating in health insurance was
unavailable. Additionally, the capacity to produce cost per participant in health, dependent health, and
dental benefits together is under development. An estimated 84 percent of full-time workers in the industry
are offered health benefits, 77 percent are offered dependent health benefits and 65 percent are offered
dental benefits (see Figure 1.10.7). Benefit offerings to part time workers tend to be less than half as likely
in this industry (5%) than statewide (12%; see Appendix A, page Al2).
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Figure 1.10.4: Wyoming Resident Worker in Professional &
Business Services Average Turnover and Distribution of Wyoming
Resident Workers in Professional & Business Services by Tenure
(Worker Attachment to Employer), 2002
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Figure 1.10.6: Average Annual Insurance Cost Per Worker for
Wyoming Employers in Professional & Business Services and Average
Quarterly Wage of Wyoming Workers in Professional & Business
Services by Tenure (Worker Attachment to Employer), 2002
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Chapter 11: Education & Health Care
Note: Figures for this chapter are located on pages 111-117.

Figure 1.11.1 shows that 78.8 percent of resident workers in this industry are women. Data from
Appendix C, page C24 indicate that 62.9 percent of resident women working in Education & Health Care are
35 years of age or older (see Age % column). The proportion of women 35 years of age and older in this
industry is 8.6 percentage points greater than the statewide average (54.3%; see Appendix C, page C15).
Approximately one in seven workers in this industry is a nonresident (see Figure 1.11.2). The total turnover
rate of 16.9 percent is 7.9 percentage points less than the statewide average (see Appendix E, page E2).

Figure 1.11.3 illustrates that four of five workers were eligible to receive health benefits in 2002Q3. The
57.3 percent of nonresidents eligible to receive benefits is two percentage points higher than the statewide
average (see Appendix D, page D2), but it does not dramatically affect the overall industry result because the
number of nonresident workers is small.

In 2002, 80.9 percent of workers in Education & Health Care were either highly tenured or transitioning
to high tenure (see Figure 1.11.4), compared with 70.1 percent statewide (see Figure 1.1.5, page 15). The
incidence of marginal workers is 8.1 percentage points lower than statewide averages. Table ii (see page 7)
shows that the incidence of large employers (50 or more workers) in Education & Health Care is 2.5
percentage points higher than the statewide average. From Appendix A, page A9 and Appendix D, page D4;
the proportion of Education & Health Care workers within those large firms is 64.2 percent. While the
likelihood of health benefits offering is relatively low in smaller firms, those with 50 or more workers in 2002
had an estimated offering incidence rate of 91 percent (see Figure 1.11.5).

During the period for which these estimates were prepared, information regarding the number of workers
participating in health insurance was unavailable. Additionally, the capacity to produce cost per participant
in health, dependent health, and dental benefits together is under development. Benefits costs per worker
offered in this industry were estimated to be $2,373, nearly equal to the statewide average (see Figures
1.11.6, page 116 and 1.1.7, page 17).

Appendix E, page E12 shows that resident quarterly wages for highly tenured workers tend to be slightly
less in this industry than statewide ($7,830 compared to $8,193). However, when we examine the data in
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detail, we find that for all categories except highly tenured, workers in Education & Health Care earn nearly
$200 per quarter more than workers with similar tenure statewide.

Education & Health Care represents another industry where a relatively large portion of part-time

employees is offered benefits. Data from Figure 1.11.7 show that in some cases more than one-third of part-
time workers are offered some type of health benefit.
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Figure 1.11.4: Wyoming Resident Worker in Education & Health
Care Average Turnover and Distribution of Wyoming Resident
Workers in Education & Health Care by Tenure (Worker
Attachment to Employer), 2002
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Figure 1.11.6: Average Annual Insurance Cost Per Worker for
Wyoming Employers in Education & Health Care and Average
Quarterly Wage of Wyoming Workers in Education & Health Care by
Tenure (Worker Attachment to Employer), 2002
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Chapter 12: Other Services
Note: Figures for this chapter are located on pages 121-127.

This industry includes “establishments engaged in providing services not specifically provided for
elsewhere in the classification system” (U.S. Census Bureau, n.d.). Consequently, a diversity of service
companies operate in this industry.

Figure 1.12.1 illustrates that 48.4 percent of resident workers in this industry are women. Resident
(20.6%) and nonresident (40.3%) turnover is lower than for residents statewide (21.6% and 41.9%
respectively, see Figures 1.1.3, page 13 and 1.12.2, page 122). The benefits eligibility rate for resident
workers in this industry is 78.0 percent (see Figure 1.12.3). The benefits eligibility rate for nonresidents
(58.0%) is somewhat higher than the nonresident statewide average (55.5%; see Figure 1.1.4, page 14).

Businesses in this industry have a slightly greater proportion of highly tenured (61.6% compared to
60.8%), transitioning (10.1% compared to 9.3%), and seasonal (11.1% compared to 10.7%) resident workers
than do businesses statewide (see Figures 1.12.4, page 124 and 1.1.5, page 15). Although the distribution of
workers by tenure is similar to statewide averages, the likelihood of offering benefits to workers in this
industry is very low. Only one industry, Leisure & Hospitality (32%), has lower incidences of offering than
Other Services (37%; see Appendix A, page A10). Figure 1.12.5 shows that the overall health benefits
offering rate is 37 percent, compared to 65 percent statewide (see Appendix A, page A10).

Wages by tenure are considerably lower than statewide averages. Figure 1.12.6 and Appendix E, page E12
show the average quarterly wage for highly tenured workers in this industry is $5,570 compared to the
statewide average of $8,193. During the period for which these estimates were prepared, information
regarding the number of workers participating in health insurance was unavailable. Additionally, the
capacity to produce cost per participant in health, dependent health, and dental benefits together is under
development. Only two industries, Leisure & Hospitality ($3,516) and Retail Trade ($5,517), have lower
quarterly wages for highly tenured workers. The same holds true for the other levels of tenure.

Estimated benefit offering rates are much lower for workers in this industry than workers in general.
Figure 1.12.7 and Figure 1.1.8 (see page 18) show that 56 percent of full-time workers in the industry are
offered health benefits, while 81 percent of full-time workers statewide are offered health benefits. The
offering rate declines to 38 percent for dental benefits.
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Very few part-time workers are offered benefits in this industry. One in 33 part-time workers is offered
health benefits in this industry, while 1 in 50 is offered dental benefits and 1 in 100 is offered dependent
health benefits.
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Figure 1.12.3: Distribution of Wyoming Workers in Other Services
Eligible to Receive Insurance Benefits by Residency Status, 2002Q3

78.0% 75.6%

58.0%

Resident Nonresident Average Total

123



Figure 1.12.4: Wyoming Resident Worker in Other Services
Average Turnover and Distribution of Wyoming Resident Workers
in Other Services by Tenure (Worker Attachment to Employer),
2002
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Figure 1.12.6: Average Annual Insurance Cost Per Worker for
Wyoming Employers in Other Services and Average Quarterly Wage of
Wyoming Workers in Other Services by Tenure (Worker Attachment to

Employer), 2002

Average Annual Insurance
Cost Per Worker

-

Highly Tenured

I 55 553

Transitioning

Tenure

s 220

Seasonal

Marginal

_$1,955

$0 $3,000 $6,000 $9,000 $12,000 $15,000 $18,000

126



100%
90%
80%
70%
60%
50%
40%
30%
20%
10%

0%

Figure 1.12.7: Percentage of Wyoming Workers in Other Services
Offered Selected Benefits by Employment Status, 2002
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Technical Notes

Industry Aggregations

Several industry aggregations were widely used in the main body and appendixes of this document. This
was done to enable more accurate analysis of Benefits Survey data by increasing stratum cell sizes. The
following multi-industry aggregations and the corresponding industries contained within them are as
follows:

Wholesale Trade, Transportation, & Utilities:

Wholesale Trade - Durable & Non-durable Goods

Transportation - includes Trucking, Air & Ground Transportation of Passengers, Pipelines
Warehousing

Utilities - includes Electricity Generation, Natural Gas Distribution, Water & Sewer Systems

Professional & Business Services:

Legal Services

Accounting & Bookkeeping Services
Architectural & Engineering Services

Computer Systems Design

Consulting Firms

Research & Development Services

Advertising Services

Photography, Translation, & Veterinary Services
Management of Companies & Enterprises
Administrative Support & Waste & Remediation Services

Education & Health Care:

e Education Services - includes Elementary, Secondary, Colleges, and Trade Schools

e Education Support Services

e Ambulatory Health Care Services - includes the offices of Physicians, Dentists, Physical Therapists,
Chiropractors, Mental Health Professionals, Outpatient Care Centers, Diagnostic Laboratories, Home
Health Providers, Ambulance Services, and Blood Banks
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e Hospitals

e Nursing & Residential Care Facilities

e Social Assistance - includes Family Services, Community Food, Housing & Relief Services, Vocational
Rehabilitation, and Child Day Care

Leisure & Hospitality:

e Performing Arts, Spectator Sports, & Related Industries
e Museums and Historical Sites

e Amusement, Gambling, & Recreation

e Accommodation - Hotels, Motels

e Food Services & Drinking Establishments

Data Sources and Weighting

Wyoming Benefits Survey data are collected on a quarterly basis and represent a stratified random sample
of the universe of Unemployment Insurance (UI) covered Wyoming employers. The original data collection
stratified survey recipients by Standard Industrial Classification (SIC), employment and region. In the
current analysis, North American Industry Classification System (NAICS) codes were attached to each
employer record and the number of size classes was reduced from six to four. In addition, region was not
used when weighting the data. These steps were taken to ensure the estimates of benefits offered and cost
in each cell would be more reliable (less error). All estimates calculated using Wyoming Benefits Survey data
are based on the number of people working at any time during 2002.

Results from the Wyoming Benefits Survey were weighted according to the average quarterly employment
reported by businesses in the Wage Records database by NAICS code. The average employment in the state
for 2002 was calculated by dividing each firm’s total number of wage records by the number of quarters
each firm operated during 2002. The results were then summed to obtain the estimates of the number of
people working at any time in 2002. The proportions of full- and part-time employment were estimated
using values reported by benefits survey participants during the quarter of collection. Where reporting of
full- and part-time employment was required, the original weighting factors were adjusted according to the
proportion of full- or part-time employment in each stratum (NAICS industry by firm size).

Wage records data were used to calculate average wages, turnover, and insurance eligibility. Insurance
eligibility was defined as persons who were attached to an employer during the current quarter and the prior
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quarter. The eligibility concept was predicated on prior research by Harris (2004), which indicated that
workers are required, on average, to have a minimum of three months continuous service to attain benefits
eligibility.

In the tables where an analysis of unduplicated individuals was required, each person (social security
number) was attached to a primary employer. A primary employer is defined as the employer who paid the
worker the largest share of wages during the period, in this case, the 2002 calendar year.

Missing Data

Several methods were employed to fill in missing data contained in the benefits survey (Cowan, 2003). The
first of these was to correct records where survey respondents did not report total employment at the time of
collection, in addition to either their full- or part-time employment. These errors were corrected by filling
their total employment value with the average number of workers reported (total wage records in 2002
divided by the quarters of operation in 2002). Then, if either the full- or part-time value was reported, it was
subtracted from the total employment to obtain its value. If all three values were missing, the Wage Records
value was applied, and the mean proportion for the responding employers in that stratum cell was used to
fill the full- and part-time values. Lastly, the health benefits questions for employers reporting either zero
full-time or zero part-time employees at the time of collection were checked to ensure those responses
matched the provided answers. The matching step forces full- or part-time benefits answers to No, if an
employer reported zero values in either case.

Data from the Current Population Survey (CPS; Bureau of Labor Statistics, 2004) were used to evaluate
the estimates of the proportions of full- and part-time employees. The results of these calculations are
shown in Table iv (see page 133). Calculations using CPS data indicated that our calculated ratios of full-
and part-time employment were reasonable, given the difference in collection periods and frequency. The
CPS is a household survey and estimates employment for the payroll period including the 12th of each
month. In contrast, the benefits survey is conducted quarterly from establishments and uses the payroll
period containing the 12th of the month for the month in the middle of the quarter.

In the cases of missing responses (20) for the benefits questions, the proportion of employers answering
Yes or No was used in conjunction with a random number generator to calculate the probability of a Yes
answer. If the calculated probability for each target record met or exceeded the threshold value, a Yes
answer was imputed to the record for that question. Otherwise, a No answer was imputed for that question.
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Table iv: Comparison of Full-Time Employment Ratios by
Industry
Proportion of Full-Time
Employment
CPS Estimate Benefits Survey

Industry (April 2004) Estimate (2002)
Mining 98.5% 90.5%
Construction 82.9% 89.2%
Manufacturing 88.8% 94.0%
Information 83.8% 72.7%
Financial Activities 87.6% 81.1%
Professional and Business Services 74.3% 79.5%
Education and Health Services 68.6% 77.0%
Leisure and Hospitality 51.0% 53.4%
Other Services 67.9% 63.5%
All Industries® 76.5% 76.7%
“Some industries were excluded from the individual totals because they were
not readily comparable. Results in both surveys exclude Government and
Agriculture. Health Services in the Wyoming Benefits Survey includes
government operated hospitals.

The result of the imputation step was a data set where every question that required an answer was
answered. Random number generators were used to reduce or eliminate systematic bias in the imputed
responses.

Amount of Benefits Data Available

Following completion of the imputation steps outlined above and elimination of employers reporting zero
workers, 1,362 usable survey responses remained for 2002. The distribution of these responses was
analyzed by stratum cell. In some cases, multiple strata were collapsed to increase the reliability of
estimated values. Such was the case in the Information and Other Services industries where insufficient
cases were available to produce reliable estimates by firm size (see Appendix D, pages D2-D13).
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Data Limitations

Because of differences between Wage Records data (sum of workers for the quarter) and benefits survey
data (a single point in time in a quarter) such as collection and analysis methods, the employment numbers
(jobs worked, including multiple job holding) and unduplicated counts of individuals in all tables do not
necessarily match. The number of people working at any time in 2002 includes multiple jobholding, as the
number of transactions does, but since the average is calculated at the employer level using only the
number of quarters each employer operated as the denominator, a larger employment number appears than
if the total number of transactions in 2002 were divided by four.
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Section 2: Focus Group Participant Questionnaire and Discussion Responses

Concerning Wyo-Care Accounts
by: Mark Harris, Ph.D., Sociologist

The Wyoming Health Care Commission (WHCC) is considering a proposal from the sub-committee on
Affordable Healthcare Coverage to create individual health care accounts (called Wyo-Care) to serve the body
of uninsured, but employed, individuals (and their dependents) in Wyoming. The accounts are intended to
serve as a vehicle through which individuals would pay premium and deductible expenses for individual or
family health insurance policies. Wyo-Care accounts would, in part, be funded through employer
contributions. Research & Planning (R&P) was contracted by the WHCC to conduct, among other projects,
focus group research (Templeton, 1994) to ascertain opinion regarding employer willingness to contribute to
proposed Wyo-Care accounts.

Methods

R&P conducted six separate focus groups occurring in Casper (2), Cheyenne (1), Wheatland (1), Jackson
(1), and Gillette (1). Responses also include eligible employers (governmental entities were excluded) who
heard the Wyo-Care proposal from Health Care Commissioner, George Bryce, while attending a seminar on
Reducing Health Insurance Costs for Small Businesses at the Governor’s Summit on Workforce
Development (Jackson, Wyoming June 3-4, 2004).

Recruiters utilized by R&P to obtain employer participants included an economic developer (Steve Elledge,
Director of Field Operations, East Central Region, Wyoming Business Council), a chamber of commerce
executive (Chris Holden, Executive Director, Casper Area Chamber of Commerce), a business association
representative (Lynn Birleffi, President, Wyoming Lodging and Restaurant Association), and a workforce
development specialist (Elaine Roth, Regional Manager, Wyoming Department of Workforce Services).

Recruiters were instructed to solicit employers (most often owners) who employ part-time employees
without health insurance coverage. Focus groups were conducted in 90 minute sessions. Panel members
were asked to discuss their reaction to the Wyo-Care proposal. The discussion between panel members and
moderator (Dr. Mark Harris) was taped.
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Additionally, a second research analyst attended focus group meetings to provide clarification to questions
posed by panel members and to offer a second opinion on primary themes raised during focus group
sessions. Doug Leonard, Research Analyst, R&P; Tom Gallagher, Manager, R&P; and Sara Saulcy,
Economist, R&P all served as research observers at various meetings during the six focus group sessions.
Paper and pencil questionnaires were also administered during the focus groups. A total of 74 employers
were administered a questionnaire during the focus groups and the Governor’s Summit seminar. Seventy-
one employers returned usable questionnaires (three employers asked for additional time but did not return
questionnaires to R&P).

Results From the Paper and Pencil Questionnaire

Responses to seven questions related to the Wyo-Care proposal are shown in Figures 2.1 through 2.7 on
pages 145-151. Answers considered as affirmative to potential participation in Wyo-Care accounts (found in
Figures 2.1 and 2.2) include Yes and Maybe. When asked, “Is your firm willing to contribute additional
funds above your current monthly payroll for your uncovered employees?” 49 percent of employers answered
positively (see Figure 2.1) and 43 percent answered No. The remaining eight percent chose Not Applicable,
Don’t Know, or did not answer the question.

Positive responses increased to 62 percent in response to the question, “Is your firm willing to contribute
additional funds above your current monthly payroll for your uncovered employees if you could reduce
administrative costs?” The percentage of employers responding Maybe remained about the same as in Figure
2.1, but the number of employers indicating Yes increased from 38 to 52 percent. The number of firms
responding No dropped from 43 to 30 percent.

Responses to the remaining five questions are restricted to the 44 employers who gave a potential
affirmative response (e.g., Maybe or Yes) to the question “Is your firm willing to contribute additional funds
above your current monthly payroll for your uncovered employees if you could reduce administrative costs?”
The majority of employers responded Maybe or Yes (91%) to using a secure electronic system to make
contributions to individual health benefits accounts (see Figure 2.3). Employers are less interested (55%
responding positively) in making contributions for some or all of their seasonal or temporary employers (see
Figure 2.4), with 27 percent indicating they would not make contributions for seasonal or temporary
employees and 11 percent indicating this question did not apply to them (i.e., they do not employ seasonal
or temporary employees). Over 80 percent of employers indicated they would approve of an electronic system
housed in the Wyoming Department of Employment (see Figure 2.5). Many (72%) responded they would
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consider contributions that would benefit all Wyo-Care pool members and not just their specific employees
(see Figure 2.6). Lastly, 68 percent indicated they would contribute a percentage of payroll for uncovered
employees comparable to that for covered employees (see Figure 2.7).

Summation to Paper and Pencil Questionnaire Results

Based upon the results of the paper and pencil questionnaire, nearly S0 percent of focus group employers
express interest in participating in Wyo-Care accounts. This percentage increases substantially if firms
could realize cost savings from participation. Of firms that are interested in Wyo-Care, a majority are willing
to use an electronic system, have that system housed in the Department of Employment, are willing to
contribute to seasonal and temporary employees, have money shared in a pool with employees and non-
employees, and are willing to contribute a percentage of payroll for uncovered employees comparable to that
for covered employees. Even given this expressed willingness via the paper and pencil instrument, there
were a number of important recurring issues that may need to be addressed before attempts are made to
make the Wyo-Care accounts a reality. The following section addresses these concerns.

Results From Focus Group Conversation

The summations that follow come from researcher observations generated from moderating the focus
groups and from reviewing audio tapes of the focus groups. The bullet point listing conveys ideas expressed
in the focus group dialogue (as captured on audiotape) from an individual or a group of panel members and
are taken directly (but not necessarily transcribed verbatim) from the focus group tapes. These bullet points
are intended to summarize key recurring themes in the opinion of the primary research analyst (Dr. Mark
Harris). However, they do not necessarily represent the views of any particular panel member.

Willing but With Issues to be Resolved

Many employers expressed an interest in the program. A number want to know or understand how
participation will benefit them, with some indicating that their willingness to contribute to Wyo-Care was
contingent upon being able to see a tangible business advantage. The following bullet points summarize

these themes.

e How will participation in Wyo-Care improve my bottom line?
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e Will my Unemployment Insurance or Worker’s Compensation taxes be reduced if I participate?

o Will the state be willing to subsidize part or all of my contribution through, for example, the Permanent
Wyoming Mineral Trust Fund?

e How long will I have to wait to see insurance premiums for my covered employees drop (this assumes
that fewer uninsured workers and their dependents will mean less unreimbursed healthcare in the
future)?

e How will participation in Wyo-Care make me competitive in attracting quality employees?

e Will there be COBRA liability for my firm if I contribute to an employee’s Wyo-Care account?

o Will my out-of-state employees be able to participate in the program?

e How will employers be encouraged to participate, or will the plan become mandatory like WC and UI?

Scope Limitations

A number of employers believe that the current proposal is too limited in scope and does not address
their key issues or concerns.

e The proposal is attractive, but will my currently covered employees be eligible to participate in Wyo-
Care?

e I’d like to get out of providing employee health insurance altogether. I'm tired of the hassle of searching
for and reworking our health insurance every year. Can this program be extended to all employees?

e The premium increases passed along to our firm over the last several years are staggering. [ am
seriously worried that in the near future I will no longer be able to offer insurance to my covered core
employees. The idea of making a set contribution to a Wyo-Care account and abandoning providing health
insurance directly to our currently covered employees is attractive.
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The Naysayers
A smaller portion of employers expressed that they would not participate in Wyo-Care in the paper and
pencil exercise. The following is a synopsis of the main reasons why employers are unwilling to participate in

Wyo-Care.

e [ don’t get much value out of my part-time employees, why would I want to spend the extra cash on
them?

o Part-time employees are often here today and gone tomorrow. Why should I offer health insurance to
employees that do not have a long-term commitment to my firm? My policies are specifically established

to deny health benefits to these types of individuals.

e My uncovered employees do not want to pay even a small fraction of a health insurance premium. If
they wanted health insurance, they would go and get a full-time job that offers insurance.

e Even if I offer to pay the total cost of health insurance, many of my uncovered employees refuse
coverage because they fear the associated drug tests.

e Concern over the uninsured is a misplaced priority. Statistics showing the number of uninsured are
overblown because they do not factor in the number of uncovered employees who do not want coverage.

e We are already paying a very high percentage of our total compensation to health insurance and can’t
imagine paying more for our uncovered employees. It would simply be too costly.

e I'm already paying for my uncovered employees. They go and get care anyway and I end up paying for it
through higher health insurance premiums. Why would I want to pay for them twice?

Other Issues

The following were unrelated to the specific Wyo-Care proposal, but came up with sufficient frequency to
warrant mentioning.
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e Several employers mentioned that the problem of providing insurance to part-time uncovered employees
could be solved simply by:

1) Altering ratio requirements for setting up a group plan (e.g., 75% of eligible employees must
participate). Some employers reported that having as few as one person discontinue participation would
mean they would no longer qualify for their group plan. Several panel members suggested that allowing
small employers to group or pool together could help to solve the ratio problem.

2) Altering or relaxing the hours-per-week work requirements. Several mentioned that 30 hours per
week were required before their insurance company would allow part-time employees to join the group
plan. Reducing the hours-per-week requirement may bring in a number of uncovered part-time
employees into existing employer provided group plans.

o If we are going to maintain competitiveness as employers, we need to provide health insurance because
it has become an expectation or entitlement among employees. Because of the difficult situation of having
few insurance carriers in Wyoming and ever increasing premium costs, we are concerned that in the near
future we will no longer be able to provide health insurance to our currently covered employees.

e A handful of companies with ownership outside of Wyoming indicated that their ability or willingness to
participate in Wyo-Care would have to be determined by the corporate office. At least one of the
representatives of an out-of-state firm indicated that the company typically tries to shop the local market
for health insurance and, if it made sense, would be willing to consider using Wyo-Care.

Researcher Observations and Discussion of Focus Group Conversations

e The Wyo-Care proposal is being put forth as an answer to a problem faced by uncovered employees.
However, if employer participation is going to be generated it needs to be presented to employers in a
manner that clearly demonstrates a business advantage to participation.

e Employers seem to be willing to slice the total compensation pie differently, but are reluctant to
increase the size of the pie.

e Employers are in a tight spot. They realize how important it is to offer health insurance to retain valued
employees. However, the continuation of 30 to 40 percent annual increases to health insurance premiums
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means that they will soon be forced out of providing health insurance to even their core employees. A
large scale abandonment of employer provided health insurance may mean a catastrophic coverage
problem in the state.

o Employers express interest in Wyo-Care for both their covered and uncovered employees. Extension of
the Wyo-Care proposal to covered employees may help to solve a number of existing problems. Employers
mentioned the following:

1) It would place the responsibility of health care upon the shoulders of the employee. The employee
would be more careful with their health and would be more likely to shop for competitive services.

2) Wyo-Care would eliminate employers having to search for and renegotiate policies on an annual
basis. This is extremely time consuming and takes away from other important business matters.

Changing policies would be a decision made by the individual employee.

3) Wyo-Care would eliminate some of the liabilities under COBRA and HIPPA currently faced by
employers.

4) Wyo-Care would eliminate the hassle of having to deal with insurance companies when they deny
coverage or refuse to pay claims. These difficulties would be shifted to the individual employee.

5) Wyo-Care would mean that current premium cost increases could be minimized. Premium increases
would largely be passed along to the employee or other entities contributing to Wyo-Care accounts.

Suggestions Regarding System Requirements

A number of employers made suggestions relative to any Wyo-Care type system that may be housed
within the Wyoming Department of Employment. The following bullet points summarize these themes:

e Low administrative cost. A few employers expressed concern that administrative costs may eat
significantly into dollars paid into employee accounts.

e A range of health care insurance companies to chose from. If the system is supported by a single source
provider, employers expressed concern that the system may collapse should the single source provider
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pull out of the plan or leave the state.

Assistance to employees on plan choices and options to be provided by the state. The idea here is that the
state would assume responsibility for helping employees choose their health insurance provider, make
decisions relative to individual or family plans, set deductibles, and so forth.

e Assistance to employees with coverage problems (e.g., refusal to pay, excluded procedures, charges above
usual and customary) provided by the state.

Potential Future Work

The Wyo-Care proposal is, in part, dependent upon employee participation. Research conducted thus far
does not touch upon employee willingness to participate. Given the 401k style matching aspects of the
current proposal, it would seem critical to ascertain employee or worker opinion on their willingness to

participate.
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Section 2 Figures

Figure 2.1: Health Care Commission Focus Group Firm Response to the Question "Is your
firm willing to contribute additional funds above your current monthly payroll for your
uncovered employees?" (N= 71)

Don't Know
Maybe 1% Missing
11% 4%

Not Applicable
3%

Yes
38%

43%
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Figure 2.2: Health Care Commission Focus Group Firm Response to the Question "Is your
firm willing to contribute additional funds above your current monthly payroll for your
uncovered employees if you could reduce administrative costs?" (N= 71)

Don't Know
1% Missing

Maybe 3%

10%

Not Applicable
4%
Yes
No 52%
30%

146



Figure 2.3: Health Care Commission Focus Group Firm Response to the Question "Would
your firm use a secure electronic system to contribute to an individual health benefits
account for each or some of your uncovered employees?" (N = 44%)

Don't Know Missing
Maybe 2% 2%
7%

5%

Yes
84%

*Includes only those firms (N = 44) that expressed some interest ('Yes" or "Maybe") to participating in individual health care

accounts for uncovered employees.
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Figure 2.4: Health Care Commission Focus Group Firm Response to the Question "Is your firm
willing to contribute to an individual health benefits account for each or some of your

uncovered seasonal or temporary employees?" (N = 44%)

Maybe Missing
9% 7%

Not Applicable
11%

Yes
46%

27%

“Includes only those firms (N = 44) that expressed some interest ('Yes" or "Maybe") to participating in individual health care

accounts for uncovered employees.
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Figure 2.5: Health Care Commission Focus Group Firm Response to the Question "Is your
firm willing to utilize an electronic system housed in the Wyoming Department of

Employment to manage individual health benefits accounts?" (N = 44%)

Don't Know
Maybe

7%
No
7%

Missing
2% 5%

Yes
79%

“Includes only those firms (N = 44) that expressed some interest ("Yes" or "Maybe") to participating in individual health care

accounts for uncovered employees.
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Figure 2.6: Health Care Commission Focus Group Firm Response to the Question "Is your firm willing to
contribute to a state health benefits pool where your contributions would be comingled with other

contributions to benefit both your uncovered employee(s) and other pool members?" (N = 44°)

Don't Know Missing
5% 5%

Maybe
14%

18%

Yes
58%

“Includes only those firms (N = 44) that expressed some interest ("Yes" or "Maybe") to participating in individual health care

accounts for uncovered employees.
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Figure 2.7: Health Care Commission Focus Group Firm Response to the Question "Is your firm
willing to pay a comparable percentage of payroll to uncovered employees as you do for

covered employees?" (N = 447)

Don't Know  Missing

5% 5%
Maybe :

14%

Yes
54%

“Includes only those firms (N = 44) that expressed some interest ("Yes" or "Maybe") to participating in individual health care

accounts for uncovered employees.
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Section 3: Employer Mail Survey Findings

narrative by: Tom Gallagher, Manager and Krista R. Shinkle, Senior Economist
data collection by: Margaret Hiatt, Survey Support Specialist and Sara Saulcy, Senior Economist

Results in Brief

e There does not appear to be a comprehensive or firmly grounded consensus among employers regarding
the reasons for either current prices or rising costs for health insurance. But there is a strong sense that
something is very, very wrong.

e The lack of detailed knowledge, especially among small firms, reinforces the idea that more education is
needed to inform employers about how a program like Wyo-Care would work and how it could benefit them.

e Based on employers’ comments regarding cost containment, a significant segment of private sector
employers are changing their compensation strategies and searching for alternatives to their current
arrangements with health insurance companies.

e The mail survey results, the focus groups, and the analysis of the tabular estimates was that low
employee attachment, short tenure with a firm, and higher than average turnover was associated with
employers not offering health insurance to employees. For selected industries (e.g., Construction and Leisure
& Hospitality), using the Wyo-Care proposal as a strategy to address insurance costs as the primary barrier
may have limited appeal.

e More than a third (35.3%) of all employer comments to an open-ended question asking for suggested
solutions to the healthcare/coverage problem involve solutions based on greater governmental involvement.

e Employers in industries most likely to offer health insurance (i.e., Wholesale Trade, Transportation, &
Utilities and Information) were also most willing to indicate that they would contribute additional funds

above their current payrolls to cover their uncovered employees (23.4% and 31.8%, respectively).

e Nearly one-quarter of the employers with 10 to 19 employees indicated they would be willing to contribute
additional funds for uncovered employees. In addition, almost 80 percent of employers from firms this size
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indicated cost was the primary barrier to offering insurance coverage. Given these firm characteristics, the
Wyo-Care proposal appears ideal for firms of this size.

e Among employers willing to contribute additional funds to cover their uncovered employees, nearly half
indicated they would be willing to contribute to an individual health savings account if they could use an
electronic system housed within the Department of Employment.

Introduction

The Wyoming Health Care Commission (WHCC) contracted with Research & Planning (R&P) to ascertain
the feasibility of a proposal to create individual health care accounts. The proposal, referred to as Wyo-Care,
would provide health coverage for employed persons without health insurance. This project included three
parts; an economic profile of Wyoming’s labor market, a focus group study of employers, and a mail survey
of a random sample of employers in Wyoming. The first objective (Section 1) described Wyoming’s labor
market and identified the industries with human resource practices compatible with the Wyo-Care proposal.
The second objective was to ascertain employer willingness to support partial funding through employer
contributions as a component of the Wyo-Care plan. Two collection strategies, focus group discussions and
a mail survey, were used to solicit employer opinions. The focus groups (Section 2) were basically an open
forum that allowed the moderator to explain the proposal and then elicit feedback from the participating
employers. This Section (Section 3) describes the employer mail survey.

The mail survey was conducted after the focus group discussions, in part to verify the findings of the
group sessions. Because both types of research have inherent limitations, using the two together presents a
more complete picture of employer attitudes toward the provision of health insurance to their employees and
the likelihood of employer participation in a proposal such as Wyo-Care. The survey has the benefit of a
more representative sample of employers than was available through focus group analysis.

The sample was drawn to allow the results to identify the proportion of workers affected by employer
decisions. Employers were sampled in proportion to their employment. Because of their impact on the
market, employers from larger firms had a greater probability of selection. Appendix A, page A9 shows that
47.4 percent of total employment comes from firms with more than 50 employees. The sample of 651
employers was stratified by firm size, industry, and geography to be representative of the state. We attained
a 73.1 percent response rate.
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The survey was conducted during the summer months of 2004 and represents a snapshot in time.
Employer compensation strategies, including the offer of health insurance, are associated with certain
phases of the business cycle that may be industry specific. During the survey period, the state’s economy
was undergoing an overall expansion. When the economy is expanding rapidly, employees are likely to
change jobs frequently to maximize their earnings while their labor is in demand. In these cases, insurance
may either be denied for lack of tenure or used as a bargaining tool to keep workers.

In addition, seasonality may have a substantial impact on the survey results. Many businesses operate
differently over the course of the year. For instance, employment levels drop dramatically during the winter
months in many construction firms and firms that rely on summer tourism. In the summer months,
construction firms may offer health insurance to only a small percentage of their workers because the other
workers are temporary help. However, in the winter months, when only permanent employees remain, the
percentage of workers offered health insurance is likely to be much higher. The seasonal nature of the
collection appears to offer the most compelling reasons for the differences between offering and participation
found in the results in this section and the results published in Wages and Benefits in Wyoming (Cowan,
Hauf, & Leonard, 2005)

Methodology
Focus Groups and Mail Survey Collection: A Methodological Consideration

While the focus groups and the mail questionnaire asked respondents to address the same questions,
focus groups participants knew each other and were part of common communities. Participants were
exposed to peer oversight during both the focus group collection and the informal discussion. Focus group
settings among individuals with social ties outside of those settings represent an environment where social
approval may be a factor in what people say, as well as how they say it. The difference between comments
from respondents in focus group settings, in comparison to a mail questionnaire environment where
respondent anonymity is guaranteed, probably accounts for some of the differences in the types of solutions
offered to the health care problem.

In contrast to the focus groups, the mail questionnaire included a promise of confidentiality. In

circumstances of confidential reporting, where peer observation is implicit rather than explicit, respondents
may be more likely to explore socially unacceptable ideas. It seems apparent in this situation that mail
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questionnaire respondents both reinforced views expressed in the focus groups and were willing to go
beyond focus group boundaries.

Focus group membership was drawn from pre-existing social structures in which members are likely to
have one or more background elements in common. Association memberships, for example, may well have
developed peer skills in the arena of consensus building and participants may have employed these same
skills during focus group events. Therefore, it is possible that participants were working towards a group
solution, rather than a solution best for them