
IN THIS ISSUE:

CBIZ professionals assist banks, 
credit unions and other financial 
institutions with a unique range 
of consulting, advisory and 
business services.

FINANCIAL SERVICES
INSURANCE SERVICES
EMPLOYEE SERVICES 

Visit us online for a full view 
of our service to the financial 
sector, prior issues of Hot Topics 
and insights and resources, and 
local office contacts.

Banking &  
Financial Services

OCTOBER 2018 | ISSUE NO. 11

Industry Expertise. Broad Perspective. Client-Focused Approach.

CBIZ Banking & Financial Services 

1-800-ASK-CBIZ • cbiz.com/banking PAGE 1@CBZCBIZ BizTipsVideos

©
 C

op
yr

ig
ht

 2
01

8.
 C

B
IZ

, I
nc

. N
YS

E 
Li

st
ed

: C
BZ

. A
ll 

rig
ht

s 
re

se
rv

ed
.

Stress Testing Commercial 
Real Estate Loans – No Time 
Like the Present
PAGE 1

4 Steps to Restoring Your 
Organization’s Reputation after 
Financial Fraud
PAGE 3

Capital Markets Diversity 
Problem 
PAGE 5

Combating the Opioid 
Epidemic – An Employer’s 
Proactive Role
PAGE 6

(Continued on page 2)

By BILL SIEGENTHALER

Regulators and management teams alike 
benefit from stress tests of commercial 
real estate loan portfolios. Banks undergo 

the assessment of high-risk components of their 
loan portfolios to demonstrate to regulators that 
they are aware of the factors that affect portfolio 
liquidity. It can also help banks get a jump start on 
the new credit loss impairment accounting model, 
which takes effect in 2020 for public companies. 
A well-planned stress testing process should help 
management ensure that it has a defensible, 
forward-looking, capital planning process. 

The current environment makes now a good time 
to conduct stress testing. Additional interest rate 
hikes are expected, and the next recession may be 
on the horizon. Banks will want to establish their 
financial position under these and other scenarios. 
The following approach may help banks perform their 
stress test analysis.

Setting the Stage 

Once the bank selects the pools of loans to be 
stressed, the bank’s risk management team should 
ensure the reliability of the data within the model. In 
order to obtain relevant impairment estimates using 
this approach, it is imperative that the bank has 
sufficient current data at the individual loan level. This data includes financial statements on 
the borrowing entities, guarantors or both, and collateral values.

Loans that do not have the required data should be left out of the stress test so as not to 
skew the results. The loss rates calculated on the loans with sufficient data would then be 
applied to the entire population within that loan portion of the commercial real estate loan 
portfolio. Having at least 70% of the total outstanding balance of loans within each loan 
component would provide sufficient data to produce actionable results.

Stress Testing Commercial Real Estate 
Loans – No Time Like the Present
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Determine the Stress Factors

Banks need to determine the various scenarios that 
would result in mild, moderate and severe stress on 
borrowers’ cash flow and underlying collateral. Stress 
factors should be designed so that the impacts are 
plausible for the bank’s markets and customers, based 
on economic and market analysis, and historical data for 
the bank or its peers. The various scenarios can include 
the following stressors placed on the individual loans:

■   Interest rates
■   The business entity’s net operating income
■   The guarantors’ personal income
■   Collateral values
■   Vacancy rates

Run the Stress Tests

The stress factors selected for each scenario are applied 
to the selected loans in each loan component selected 
by the bank to determine how the stress might impact 
the borrower’s ability to repay or value the underlying 
collateral. Assumptions are made regarding the amount 
of stress a loan can take before considering it to be 
impaired and how the amount of impairment is to be 
calculated.

Analyze the Results

The impairment calculated for each loan is reviewed 
for reasonableness to detect any unusual amounts 
that may have been caused by incorrect loan data. 
Once corrections are made as necessary, an analysis 
of the stressed loans and estimated impairments is 
made. This analysis may reveal vulnerabilities about an 
entire segment of loans as well as certain loans within 
the segments. These vulnerabilities may influence 
management to reevaluate underwriting practices for 
certain portions of the portfolio or consider enhanced 
monitoring practices of certain properties should market 
conditions begin to show deterioration.

Estimate Impact on Earnings

Estimating the impact of the stress scenarios on the 
bank’s income provides valuable insights into the 
portfolio’s ability to absorb losses during an economic 
downturn. The effect of the stress scenarios on pre-
provision, pre-tax net income (PPNI) is considered, 
taking into account loss of revenue due to higher non-
performing assets, additional expenses (e.g., collection 
costs) and interest rate risk (i.e., net interest margin). 
The provision expense is then estimated by breaking it 
down into two components: the provision necessary to 
cover potential losses/charge-offs and the additional 
provision needed to maintain an adequate allowance 

In the news...
Expectations for modest growth in the U.S. 
economy, regulatory burdens, customer demands 
and new technologies will continue to encourage 
smaller community and regional banks to 
consolidate. 

CBIZ’s Kris St. Martin discusses the heightened 
risks related to bank M&A in BankBeat -  
Risk management pitfalls in bank M&A

Webinars
All webinars are “no fee” and open to all interested 
parties. A complete list of upcoming webinars can 
be found here. The “register” links often provides 
the recorded versions if the date of the live version 
has passed.

Adoption of New Leasing Standards 
Monday, Dec 5 | 12:00PM - 1:00PM CDT | Register

Discussion of the key concepts in the new leasing 
standard and outline considerations for transitioning 
from the current leasing standard to the new leasing 
standard. CPE is offered.

Individual Year-End Tax Planning Tips for  
2018 and Beyond
Thursday, Oct 25 | 1:00PM - 2:00PM CDT | Register

Assess effective individual year-end strategies 
including interactions with trusts and estates, S 
corporations and other pass-through entities for 
optimal tax minimization for 2018 and beyond.  
CPE is offered.

Now available!
2018 Guide to the New Tax Law
■   Important rates, figures, and thresholds.
■   Tips for taking advantage of new benefits under 

the TCJA and minimizing the costs of others.

Risk Management Checklist
■   Quick checklist will help you review key risk areas.
■   Will help you can gain control over costs and 

secure your most valuable assets.

(Continued on page 3)
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for loan and lease losses (ALLL). Finally, the income tax 
expense or benefit arising from the estimate of pre-tax 
income is applied.

Estimate Impact on Capital

The possible impact on projected capital levels is 
estimated by applying the impact of the net loss to 
equity, capital, average assets and risk-weighted assets 
during the two-year stress period. Based on the impact, 
banks can consider enhancing their strategy to address 
the functions that could be hit the hardest. 

Prepare Summary Report

The bank will document the results of the stress testing 
performed in the above steps in a narrative report 
with a summary of the analysis. Preparing a summary 

report can also assist with communicating information 
about the high-risk areas within portfolios with board 
and management teams. Summary reports can also 
provide regulators with evidence that portfolio liquidity is 
adequate to address the areas of highest risk. 

For More Information

For comments, questions or concerns about how stress 
testing could help your financial institution, please 
contact us.

Bill Siegenthaler is a financial and 
risk consultant in our Philadelphia 
office. If you have questions, feel free 
to contact Bill at wsiegenthaler@
cbiz.com or 267.353.4141.

(Continued from page 2)

4 Steps to Restoring Your Organization’s 
Reputation after Financial Fraud

A thorough internal investigative and remedial action 
plan that addresses the shortcomings that led to the 
underlying fraud will help rebuild the lost trust and 
demonstrate to the public the organization’s commitment 
to fraud prevention. The following steps can serve as 
a useful guide for recovering the public’s trust and 
confidence.

Step 1: Own the Problem

One of the realities an organization will undoubtedly face 
is the potential misconception that senior management 
is involved in the fraudulent scheme or at least condoned 
the actions of the employees who perpetuated the 
scheme. Added to that misconception will be the 
appearance of a lax internal control environment that 
allowed the fraud to flourish without detection, thus 
making the organization an unsympathetic victim.

Acknowledgement of these issues from the outset is 
paramount when publicly addressing the underlying 
allegations. An organization’s credibility and transparency, 
or lack thereof, will be on full display when it is asked to 
explain what the organization knew and when it knew it. 
In other words, an organization that decides to own the 
problem and be forthright in sharing with the general 
public and stakeholders how it plans to respond to the 
allegations will quickly put the organization in the right 
direction of a speedy recovery. Anything short of this will 

By JOHN MULVANEY

As any business leader whose organization has been 
victimized by a significant fraud can corroborate, 
the impact of such an event and the effect it has 

on the organization can be paralyzing. First, there’s the 
obvious financial impact. According to the Association 
of Certified Fraud Examiners’ (ACFE) 2018 Report to 
the Nations, the recent study of 2,690 of fraud cases 
resulted in estimated losses of $7.1 billion, which the 
ACFE acknowledged is only a fraction of the true cost 
of global fraud. The study concluded that the median 
cost of fraud to victim organizations is approximately 
$130,000, while approximately 24% of the fraud cases it 
studied exceeded $800,000. Further, these costs do not 
include the cost of attorneys, forensic accountants and 
other specialists who will be called upon to assist with 
the investigation.

But there are less tangible consequences that are 
equal, if not greater, in cost. The potential for irreparable 
reputational harm an organization faces at the outset 
of any allegation involving financial misconduct can be 
monumental. The endless media scrutiny will challenge 
senior management’s ability to effectively address the 
most pressing concerns while attempting to shield the 
organization from any lasting effects on its reputation.

Organizations that fail to grasp the implications of the 
public relations frenzy that is certain to follow will suffer 
the lost confidence of its stakeholders and supporters. (Continued on page 4)
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(Continued from page 3)

only exacerbate the problem and diminish any remaining 
credibility an organization may have.

Step 2: Hire an External Team

Once the fraud is discovered, an organization will 
experience an onslaught of issues that will necessitate 
immediate action. One of the most critical decisions to be 
made is selecting the investigative team. This team should 
consist of experienced lawyers and accountants who have 
conducted similar investigations in the past and/or have 
prior experience as prosecutors and investigators. Their 
experience and knowledge will signal to the public the 
organization’s commitment to ensuring the investigation 
will be fact-driven and include remedial actions to prevent 
a similar incident from happening in the future.

Attorneys with past prosecutorial experience will also 
assist clients in determining whether it is in the best 
interest of the organization to cooperate with regulatory 
and law enforcement agencies. Attorneys and in-house 
counsel must weigh the downside of disclosing the 
results of an internal investigation and cooperating 
with government agencies since there is no guarantee 
that disclosure will help the organization avoid criminal 
prosecution or garner any leniency from governmental 
prosecutors. Attorneys and in-house counsel also must 
consider ramifications of likely parallel civil proceedings 
that can complicate their decision-making process.

During the investigation, the investigative team will 
interview witnesses, review all necessary documents, 
including financial records and text and email messages, 
and quantify the financial damages suffered by the 
organization. The investigation will also document where 
the company’s internal control structure failed and where 
policies and procedures were ignored.

Step 3: Documenting the Investigative Findings

At the conclusion of the investigation, a detailed written 
report should be prepared that addresses the underlying 
problem(s), how they arose, the employees believed 
to be involved and the financial losses suffered by the 
organization. In addition to quantifying financial losses, 
accountants will be able to provide a detailed analysis of 
how the internal control structure was compromised, and 
why it failed to detect and prevent the scheme. 

The majority of internal investigations uncover evidence 
of red flags or some indicia of fraud that existed prior to 
the discovery of the fraud. Unfortunately, most senior and 
mid-level employees lack the skillset to interpret these 
clues and take appropriate action, thus allowing the fraud 
to metastasize over time.

Another reason that fraud often goes undetected is the 
misconception that independent audits will uncover 

the existence of fraud. In reality, independent audits 
account for only a small portion of all discovered frauds. 
Anonymous tips received by the organization are far and 
away the most prominent form of detection; tips were 
the initial detection of fraud in 40% of the fraud cases 
reported in the 2018 Report to the Nations findings.

Of equal importance will be the changes the 
organization implements on the advice of the 
investigative team. The remedial actions designed to 
prevent similar matters from occurring in the future 
will telegraph to its employees and regulatory and law 
enforcement agencies the organization’s commitment 
to fraud prevention and that the changes to be 
implemented will assist in changing an organization’s 
culture that contributed to the fraud.

The investigative results should be presented to senior 
management and board members to ensure they are fully 
aware of the investigative findings and recommendations.

Step 4: Follow Through on Changes

Restoring one’s credibility hinges on the ability of an 
organization to demonstrate that its proposed changes 
are meaningful and will affect change within the 
organization. It’s simply not enough to itemize action 
items that an organization plans to take without effective 
follow through.   

In today’s environment, all organizations that emerge 
from a lengthy internal investigation are expected 
to embrace a remedial plan of action to underscore 
their commitment to the prevention and detection of 
fraud. In addition to changing policies and procedures 
and strengthening the internal control environment, 
organizations should consider implementing the following 
three changes:

■   Introduction of a tip hotline;
■   A new or improved whistleblower policy, and;
■   An agreement to allow the organization to be 

monitored by an independent third party.

Tip hotlines allow employees to alert organizations to 
ongoing fraud without jeopardizing their identities, thus 
helping organizations detect fraud earlier, reducing the 
cost of the fraud to an organization. The 2018 Report to 
the Nations found that organizations with hotlines detect 
fraud by tips more often than those that do not have 
hotlines; 46% of fraud cases were detected by a tip when 
the organization had a hotline. Organizations who did not 
have a tip line detected only 30% of the fraud cases.  

Whistleblower programs, similar to the protections 
offered by a hotline, allow an individual to divulge critical 
information to senior management without the fear of 
reprisal. Most employees who are aware of fraud in their 

(Continued on page 4)
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By DAN CUMMINGS

The capital markets industry has a diversity problem. 
  The good news? Efforts to build and retain a more 
diverse workplace have become a priority among 

top executives surveyed by Pensions & Investments for 
its annual feature on the Best Places to Work in Money 
Management. 

The highly regarded investment firm, Wilshire Consulting, 
embraces diverse hiring practices by being proactive in 
how they identify diverse talent and then aggressively 
pursuing it for consulting roles and, more recently, for 
their OCIO practice. “I need people who bring different 
points of view and different ways of thinking so that I can 

Capital Markets Diversity Problem
continue to grow and learn, be a better consultant and be 
a better leader,” the company’s president, Andrew Junkin, 
told CBIZ. “Research in this area has demonstrated 
that organizations with more diversity tend to be high-
performing organizations.”

But there’s still a long way to go.

According to the U.S. Census Bureau, 80.6% of all 
financial managers nationwide are white, while only 8% 
are black and 6.8% are Asian. Likewise, 72.4% of the 
financial analyst workforce is white, while 15.9% are 
Asian and 8% are black.

(Continued on page 6)

For more information about how you 
can prevent and recover from fraud, 
you can reach John Mulvaney at 
jmulvaney@cbiz.com  
or 617.761.0569.

organization are simply afraid of retaliation not only from 
management but also from their peers at work. With 
promises of confidentiality and an organization’s legal 
responsibility to protect the whistleblower, employees 
are more inclined to approach senior management with 
critical information rather than remaining silent.

Finally, a monitoring program overseen by an 
independent third party for a fixed period of time 
helps to assuage lingering concerns regulators, law 
enforcement and supporters may have. Knowing that 
an organization’s newly implemented changes are done 
under the watchful eye of an independent monitor 
greatly decreases the likelihood of an organization’s 
return to its previous behavior.  

Keep in mind that even with the most thorough recovery 
effort, the restoration of an organization’s credibility will 

take some time. Supporters and regulators will begin to 
trust an organization once evidence of those changes 
begins to emerge and they are satisfied that those 
changes will have a permanent impact on the organization.

Related Reading

■   Keep Your Anti-Money Laundering Program Prepared 
for Scrutiny

■   The 3 Main Sources for Fraud and How to Prevent Them
■   Dealing with the Reality of Identity Theft and Tax 

Refund Fraud

(Continued from page 3)
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(Continued from page 5) meet the needs of an ever-changing and expanding 
global marketplace. The Diversity Project undertakes a 
number of initiatives aimed at helping diverse talent rise 
up through the industry to its most senior levels.

The Forbes Finance Council tackled this topic head on in 
its June 2018 article, Six Ways To Address The Diversity 
Problem In Finance. Council member answers all pointed 
to not just having a more diverse work pool but also 
actively choosing diversity and inclusion to change the 
trends in the finance industry.

Most importantly, your clients will demand it. A diverse 
client base will be critically attuned to the issue. It’s 
highly likely that having a diverse workforce could be the 
key differentiator between the selection of your firm and 
that of a competitor. 

“If you are not having conversations about diversity with 
clients yet, you will be,” Junkin says. “And you need specific 
plans in place to demonstrate that this is a priority for you.”

That disparity extends from small, niche firms all the way 
to the Wall Street giants. A Business Insider survey found 
more than 80% of all executives at Goldman Sachs, 
Wells Fargo, JPMorgan, Bank of America, Citigroup and 
Morgan Stanley are white. More than two-thirds of those 
executives are male.

Business Insider found a majority of those top-tier 
companies are doing something about it, with initiatives 
such as leadership and diversity training and new 
employee resource groups for minorities. JPMorgan 
Chase started an initiative in 2016 called Advancing 
Black Leaders to help the company better attract and 
recruit black talent, as well as retain and develop its 
existing minority workforce, CEO Jamie Dimon said in 
his annual letter to shareholders.

Diversity can be defined in a number of ways that 
extend beyond gender and ethnicity to include diversity 
of thought and perspective. The Diversity Project aims 
to ensure diverse recruitment across the industry in 
terms of gender, ethnicity, socio-economic background, 
age, sexual orientation and disability. Helena Morrissey, 
chairwoman of the UK’s Investment Association at the 
time of the project’s inception, asserts that “diversity 
of perspectives is essential to connect with customers 
and to make the right decisions.” Today’s investment 
climate needs global perspectives to be equipped to 

DAN CUMMINGS
Greater Denver Area

Combating the Opioid Epidemic –  
An Employer’s Proactive Role
By CBIZ EMPLOYEE BENEFITS

Headlines warning about the growing epidemic of 
opioid substance abuse permeate newsrooms 
across the country as opioid-related deaths 

continue to rise and addicts who differ from the 
stereotypical profile emerge. As the government, 
prescribers and pharmaceutical industry itself have 
begun to make opioid drugs more difficult to acquire, 
many victims of opioid abuse have turned to the cheaper 
and more accessible alternatives, heroin and fentanyl, 
contributing to a deadly jump in the numbers. 

More people die every year from drug overdoses than gun 
homicides and car accidents combined. In 2017, more 
than 66,000 deaths were attributed to drug overdose (an 
average of 175 people every day). While not all were tied 

to prescription opioids, the “opioid epidemic” intertwined 
with illicit drug activity has placed multiple responsibilities 
and liabilities in the lap of employers. We recently brought 
subject matter experts from a variety of industries 
together for a holistic discussion about the epidemic, as 
well as why and how employers should become involved. 
Here are key takeaways from that discussion:

1.  Anyone is susceptible to quickly developing opioid 
substance abuse disorder.

Research confirms that opioid abuse is a physiological, 
amoral, non-discriminatory affliction. As CBIZ Pharmacy 
Consultant Mike Zucarelli pointed out, the chemical 
effects of opioids are the same for everyone. “Opioids are 
designed to hit the pain receptor in the brain to quickly 

(Continued on page 7)
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(Continued on page 8)

(Continued from page 8) employers to “step up” to combat the opioid epidemic. 
“As employers, you already understand that the health of 
your employees has an impact on your bottom line,” said 
Adams. “My challenge to you is to think about how you 
can impact health beyond the walls of your office, beyond 
the factory.”

The effect of substance abuse on workforce safety 
and productivity can be far more costly than providing 
resources and/or treatment to employees. However, the 
prescription painkiller epidemic poses a unique challenge 
for employers as these are legal drugs prescribed by 
licensed providers for pain. Therefore, employers have 
legitimate legal concerns about privacy, protection of 
personal medical information and possible violation of 
the confidential provider-patient relationship.

Julianne Story, a partner at Husch Blackwell law firm, 
offered valuable insight from a legal perspective 
on approaching addiction as an employer. “In most 
instances, an employer will have invested resources in 
an employee – even a newly hired employee,” Julianne 
said. Out of both concern for the individual’s health 
and recognition of the resources already invested in 
that employee, “if the employment relationship can be 
maintained, most employers will want that opportunity.” 

It can be difficult to navigate that initial conversation 
with an employee in a compliant and helpful manner. 
Julianne highlighted the necessity of having objective 

relieve suffering, but they are also designed to hit the 
dopamine receptor (or the pleasure center), releasing up 
to 100 times the amount of dopamine produced for other 
daily behaviors. It is no wonder, then, that some people 
taking the drug for only five to seven days post-surgery, 
for example, could experience withdrawal symptoms.

2.  Heroin has become a more affordable and more 
accessible opioid substitute.

Susan Whitmore of FirstCall crisis agency highlighted 
the correlative relationship of opioid addiction to heroin 
abuse. America’s opioid crisis has morphed from being 
driven by prescription drugs to one fueled by heroin and, 
increasingly, the deadly synthetic opioid, fentanyl. Drug 
traffickers are making their own fentanyl, a powerful 
opioid pain medication used for extreme medical 
conditions, and selling it mixed with or instead of heroin. 
Much cheaper to make than heroin and exponentially 
more potent, it’s easier for users to overdose on fentanyl. 
Learn more about the history of opioids in the U.S., how it 
got started and why it’s so scary.

3.  Employer involvement should be framed around 
work performance.

The National Safety Council stresses that companies 
and organizations of all sizes have an important role 
in promoting the health and safety of employees in 
the workplace. That message was echoed earlier this 
year by Surgeon General Jerome Adams, calling on 
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DISCLAIMER: This publication is distributed with the understanding that CBIZ is not rendering legal, accounting or other professional 
advice. This information is general in nature and may be affected by changes in law or in the interpretation of such laws. The reader 
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evidence to formally inquire into an employee’s 
potential addiction. Most large employers offer access 
to employee assistance programs (EAPs) that have 
expertise in providing information, resources, referrals 
and confidential counseling on issues such as substance 
use, mental health, stress, work and family problems.

4.  Crisis call centers aren’t just for victims of 
substance abuse disorder.

Susan said that FirstCall’s overall call intake increased 
100% in 2017 and nearly half the calls were from family 
members of those suffering from substance abuse 
disorder. Many families struggle with how to respond 
to a loved one who they discover is abusing opioids, 
especially because they often don’t realize what is 
happening until the person has been abusing for a long 
time. Organizations like FirstCall offer guidance to family 
members and employers on the best protocol for talking 
to victims of the disorder. 

5.  There are established workplace solutions for 
prevention and treatment of substance abuse.

First, it is essential that employers be aware of patient/
employee substance abuse confidentiality rules and 
emphasize that employees can seek treatment with the 
assurance that their privacy and confidentiality will be 
protected.

The U.S. Department of Health and Human Services, 
Substance Abuse and Mental Health Services 
Administration provides the following workplace solutions 
for prevention and treatment of substance abuse:

■   Implement drug-free workplace and other written 
substance abuse policies.

■   Publicize drug-free workplace policies and 
reiterate that use of alcohol or drugs is never 
permitted in the workplace.

■   Communicate information about the health 
risks of alcohol and drug use through company 
websites and health and wellness initiatives.

■   Educate employees about the health and 
productivity hazards of drinking excessively and 
using illicit substances through company wellness 
programs, Employee Assistance Programs and 
Work/Life programs.

■   Incorporate substance abuse information in 
workplace wellness strategies, such as learning 
about good nutrition, exercise, seat belt use, etc.

■   Offer health benefits that provide comprehensive 
coverage for substance use disorders, including 
aftercare and counseling.

■   Ensure that company wellness programs, Employee 
Assistance Programs and Work/Life programs 
provide education, screening and follow-up services 
for employees’ drug and alcohol problems.

6. There is no silver bullet solution; but there is hope.

The numbers are shocking. Four out of five people who 
use heroin started with a prescription opioid, according 
to Surgeon General Adams. Charlie Shields, President 
and Chief Executive Officer at Truman Medical Centers, 
stresses that no one solution will bring the opioid epidemic 
under control. It will take more than one specific action 
item to ultimately be successful. Pharmacies, physicians, 
families, employers, drug companies and benefit firms 
all have a part to play in making sure they are taking the 
necessary precautions in their respective field.

Mark Fendler, President of the pharmacy benefit 
management company MedTrak, offered one example 
– pharmaceutical software systems that now have 
checkpoints in place that force the pharmacist to go 
through extra hurdles when filling prescription dosages 
that are noticeably high. Proper utilization of a PBM 
(Pharmacy Benefit Manager) can also be helpful; they 
provide retrospective claims review that helps identify 
people who are “pharmacy shopping” and trying to get 
prescriptions filled at multiple locations. The doctor can 
then be notified so that he/she is aware of the issue.

Bottom Line

All panelists agreed that while the opioid epidemic is 
jarring and represents a host of concerns, well-informed 
and widespread education will allow everyone to play 
a part in solving this public health crisis. Perhaps most 
importantly, the general population needs to be aware of 
the dangers of the opioid epidemic so they understand 
how to avoid the disorder completely or spot it in those 
around them and know how to get help. 

Related Resources

Whitepaper on the Opioid Epidemic – a list of resources 
and solutions is included in this in-depth look at how you 
can help your employees and protect your bottom line.  

Employee Benefits Benchmark Report – a look at the 
latest benefits trends organizations are implementing 
nationwide.
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