
AN 
EXPERT’S 

GUIDE 
to Evaluating and 

Selecting Benefits 
Decision Support 

Solutions for your 
Organization

Learn what you need to know to select the 
right benefits decision support solution to 

satisfy both employees and employers. 



Over the past several years, health care benefits have grown 
more and more complex. As a result, benefits teams around 
the world began to seek help to reduce their workload while 
still improving education around employer-provided health 
care benefits.  

This ushered in a new market of innovative products and 
features called benefits decision support.

While there are many companies claiming to provide 
decision support, it’s important to note that not all benefits 
decision support solutions are created equal. 

As you evaluate various solutions, you should understand 
these 2 important concepts:

What is benefits decision support and especially, 
what is it not?

Is the benefits decision support tool designed to 
help employees choose the right benefits?

THE  
EMERGENCE  
OF A NEW  
BENEFITS  
CATEGORY:
Benefits  
Decision  
Support
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LUCKILY, 
YOU’RE  
IN THE 
RIGHT 
PLACE…

Whether you are evaluating the 
decision support capabilities native to 
an existing Benefits Administration or 
Enrollment platform, or you are looking 
for a best-in-class standalone tool, we 
will provide all the details you need 
to know to ensure you are getting a 
solution that is the best fit for your 
organization.

Throughout this guide, we will address 
important topics to help you not only 
navigate this new world of benefits 
decision support but also give you 
guidance on how to make the best 
decisions for yourself. 

By the end, you will be able to fully 
understand what benefits decision 
support is (and what it isn’t), and 
how to identify tools that help your 
employees make the right choices.

SO, LET’S 
DIG IN!
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WHAT’S DRIVING  
THESE CHANGES?
The world as we’ve known it, is gone. The days of 
in-person benefits fairs, and on-site enrollment 
meetings are over (at least for the foreseeable 
future) and you need a solution to reach your 
employees where they are now. 

In the past, benefits decision support has always 
been considered an option. Now it’s a necessity. 

There are 3 major trends driving the need for 
benefits decision support.

Let’s examine each trend in more detail...

The Rise of 
HDHPs and HSAs

Evolving Needs of 
Employees

Growth of Distributed 
Workforces
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TREND #1:
The Rise of 
HDHPs and HSAs

Over the last several years, more and more companies 
have begun offering High Deductible Health Plans (HDHPs) 
with a Health Savings Account (HSA). In many cases, an 
HSA-qualified HDHP is the best plan choice for employees’ 
financial wellbeing and the best choice to save your 
organization money. 

While enrollment in an HDHP saves most employees money, 
it also places responsibility on them to use some of those 
savings to cover higher deductibles. Some people aren’t 
going to be comfortable taking on this risk, even if it means 
they will save money, and it’s important that benefits 
decision support solutions recognize how your employees 
needs and preferences vary so it can recommend the right 
amount of insurance to the right people.

Once employees make that decision, they then need 
help to make sure they are getting the most out of their 
HSA. Education is not enough. Employees need help and 
guidance in understanding their insurance needs so they 
can choose the plan that will work best for them. There 
are 2 main factors that you need to account for in order to 
ensure plans are effective for your employees.

Nationwide, 
only about 1 in 4 

employees select 
an HSA eligible 

health plan. 

Picwell has found that over 80% of employees are 
best suited for an HDHP with an HSA. 
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YOU NEED  
TO ACCOUNT FOR 
personal 
preferences  
& varying levels  
of HSA  
education.

Personal Preferences
When it comes to insurance, we all have different needs and 
preferences, and because preferences vary, the right plan 
might not necessarily be the cheapest plan. 

Decision support that is designed to help people find the 
cheapest plan will inevitably recommend that most people 
enroll in an HDHP - but not everyone wants the cheapest 
plan. Some people are willing to pay more if it means that 
they don’t have to take on as much risk. 

In fact, once we account for varying preferences among 
the employees who have used Picwell, we find that the plan 
with the lowest predicted cost is the best match only about 
half the time. In short, if you want to find the best plan for 
each employee, preferences matter.

HSA Education
Even after personal preferences are taken into 
consideration, a majority of people will still benefit most 
from enrolling in an HSA-eligible health care plan. However, 
as we previously mentioned, these types of plans require 
people to take on more of the financial risk themselves, 
which can be intimidating.

If you are going to ask your employees to take on more 
responsibility for managing their health care finances, you 
need to provide them with the tools to do so. Smart HSA-
planning tools can help your employees 1) understand the 
savings that they can realize in an HSA-eligible plan, 2) 
anticipate the additional risk that they face in these plans, 
and 3) create a plan to manage that risk, save money, and 
improve their financial wellness.
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You need to 
provide interactive 
tools to educate 
employees.
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This is where Picwell’s newest tool, Interactive 
HSA, comes in.

This revolutionary feature is designed to educate employees 
around the value of enrolling in and contributing to an HSA. 
Interactive HSA makes the process simple and easy with:

 • Comprehensive education

 • Gamified tools

 • Custom contribution calculators

 • Insights reports

Interactive HSA even shows the long-term benefits of HSAs, 
helping them see how they can take advantage of their HSA 
to better prepare for retirement.

Click here to learn more about Interactive HSA.

https://www.picwell.com/interactive-hsa/


TREND#2:
Evolving Needs of 
Employees

The demand for voluntary benefits has been on the rise for 
the past few years. Employers are meeting these demands 
by offering more worksite benefits options like accident 
insurance, hospital indemnity insurance, and critical illness 
insurance. The addition of these types of benefits serve 2 
key purposes:

Voluntary Benefits allow 
employees to have more choice.
Voluntary Benefits provide for further customization of 
health care plans. One size fits all does not work for benefits 
and providing access to a broad range of options ensures 
that every employee will be able to build the best plan 
possible for their personal situations.

Voluntary Benefits allow 
employees to offset their risk.
Enrolling in an HDHP might not be so intimidating if it’s 
combined with an appropriate supplemental benefit. For 
example, if an employee’s biggest fear is a hospital stay, 
they can offset that risk by also enrolling in a hospital 
indemnity plan while still saving money overall. 

However, both choices means employees need to be able 
to understand and effectively navigate through plans. They 
also need to know how these benefits work together.
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You need 
to provide 
supplemental 
benefits 
education.
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Simply telling your employees they have 
access to supplemental benefits isn’t enough. 
You need to show them how these benefits 
can help them save money and reduce their 
risk. The best way to do this is through 
education modules that utilize various 
methods to appeal to all types of learners. 

Picwell provides comprehensive education and guidance on 
supplemental benefits using a combination of video, text, 
and interactive tools to ensure your employees know exactly 
what they need and how it will benefit them.



TREND#3:
Growth of 
Distributed 
Workforces

Over the past six months, the world has changed 
dramatically. In many ways, COVID-19 put a spotlight on 
already existing problems and accelerated technological 
trends like distance learning and remote work; we can only 
expect to see these trends continue to grow.

As employers seek the best employees, they now have 
the need and capabilities to look beyond their corporate 
headquarters. But this creates a new challenge. When your 
employees are scattered across remote offices, or working 
from home offices, getting them through the onboarding 
and benefits enrollment processes becomes more difficult 
than it’s ever been. It’s no longer possible to fill conference 
rooms with employees to walk everyone through these 
processes personally. This is where benefits decision 
support comes in.

When you put decision support in your employees’ hands, 
you are empowering them to take control of their decisions 
on their own time. You need to reach them where they are: 
their homes, phones, and computers. At home or work. 
Weekdays or Weekends.

Benefits decision support allows 
you to do just that.
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ALL OF THESE TRENDS 
HAVE EMPHASIZED AND 
ACCELERATED THE NEED FOR 
BENEFITS DECISION SUPPORT 
SOLUTIONS. 
So let’s talk about what you need to know when evaluating new solutions. 11



KEY CONSIDERATIONS  
for Evaluating Benefits 
Decision Support Tools

When it comes to choosing a health 
insurance plan, there are 3 main 
issues employees struggle with:

Confusing choices

Inability to predict 
future healthcare usage

Complicated math

In order to best serve your 
employees and help them make 
wise health care decisions, you need 
to remove these barriers and make it 
as easy as possible for them to make 
the right decision.
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CONFUSING 
CHOICES FACT #1

FACT #2
$2,000

For those who don’t work in the field, health 
insurance is confusing. Numerous studies have 
shown that most people don’t understand 
basic insurance terms like deductibles and 
OOP maximums. 

So how can you expect your employees 
to compare choices when they might not 
understand some of the key concepts that 
define each option?

Since each health insurance plan is comprised 
of hundreds of details, there is no easy way to 
fully understand everything before making a 
decision. 

When people face complicated choices, they 
often avoid making a choice altogether – 
it’s human nature. The facts show that this 
dynamic plays out in health insurance, and 
this inaction is costing your employees.

About 9 out of 10 select the same 
benefits year after year

Annual cost many employees pay for 
bad plan selections

That’s why one of the most important questions you can ask a benefits decision support vendor is….

Does your decision support product provide comprehensive 
benefits education (including interactive tools) and does it guide 
employees to the best plans?
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You need a  
tool that 
makes benefits 
terminology  
easy to  
understand.
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The best benefits decision support tools 
remove confusion – not by talking down to 
your employees but by clearly explaining 
terms. Picwell has term definitions 
strategically placed throughout the tool 
which your employees can access simply 
by hovering their mouse over the term they 
don’t understand. Videos are also included in 
various areas to provide even more in-depth 
explanations.



INABILITY TO 
PREDICT HEALTH 
CARE USAGE

Even if your employees understand health insurance, they still 
need to understand how much insurance they need. To do that, 
they need to understand the risk that they face. Here’s the 
problem: people are really bad at assessing the type of risk that 
health insurance protects them against.

When left on their own, most employees will either assume 
the worst-case scenario or assume that they’ll have the same 
experience as the prior year. Both approaches are flawed.

Too often, we see benefits decision support tools asking people 
to guess or estimate how much health care they will need – this 
doesn’t help your employees solve any of the problems they 
encounter when it comes to choosing health care.

Any decision support tool that asks someone to look into their 
crystal ball and answer those types of questions isn’t a true 
decision support tool; it’s a cost calculator. A cost calculator 
might help your employees understand costs for one specific 
scenario, but it also creates even more questions, like: How 
likely is this scenario? What other scenarios might I face? How 
likely are those scenarios? Your employees would need to 
answer those questions as well to know how much insurance 
they need; cost calculators are not designed for that.

So, the second important question you need to ask is…

Does your decision support product predict employees’ health 
risk, or does it ask them to predict their own health risk?
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Decision support 
tools should ask 
questions that are 
easy to answer.
The benefits decision support solution you 
select should make your employees’ lives 
easier – not create more concerns. Picwell 
asks simple questions that your employees 
can easily answer. No one knows if they will be 
admitted to the emergency room in the next 
year (and we all certainly hope we won’t be!) 
But everyone knows if they were admitted to 
the emergency room in the last year. 
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COMPLICATED 
MATH

The third important question you need to ask is….

Does your decision support product use concrete data to 
calculate risk and recommend the best plans based on that data?
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When employees are evaluating different health insurance 
plans, there is some level of math that must be involved. 
However, for the average individual, “doing the math” is 
harder than it sounds.

Many decision support tools will claim to have the capabilities 
to do this for your employees. This is when it’s important to 
keep in mind how these tools are collecting the data to do 
these calculations.

If the math is based on flawed assumptions (like guessing 
how many times you think you will go the doctor next year), 
the math will be bad. When the math is bad, the guidance 
and recommended plans will be bad. This means your 
employees would be no better off than if they had just tried 
to do the calculations themselves. But, it’s nearly impossible 
for employees to get this right. Ultimately, this leads to poor 
decisions, wasted money, and unhappy employees.

The tool you need will take a data-driven approach to predict 
an employee’s risk based on specific data points like family 
makeup, prescription drugs, number of doctor’s visits in the 
past 12 months, etc.



You need a  
tool that does the 
math for you.
A good benefits decision support solution 
solves the issue of complicated math easily. 
How? By not making your employees do 
it! Not only does Picwell do the math, but 
we also show you the breakdown so your 
employees can fully understand their benefits.
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If the benefits decision support tool you’re evaluating 
doesn’t solve the 3 issues described in the previous pages, 
then it most likely won’t be a good fit.

Enrollment is stressful enough for your employees. You need 
to provide helpful predictive tools, not just cost calculators. 

On the next page we break down the differences between 
the two so you can easily determine what type of tool 
you’re evaluating.

Benefits Decision 
Support Should  
Help, Not Hinder, 
The Enrollment 
Process
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Why Predictive Tools Are Better  
Than Cost Calculators

COMPARISON

Cost Calculator
Asks employees to predict their own 
health risk with questions like,
 • How many times do you think you will 

visit a doctor in the next 12 months?

 • How many times will you go to the 
emergency room next year?

Asks your employees questions about 
their actual healthcare usage, like:
 • How many times did you visit a 

doctor in the past year?

 • What prescriptions do you or your 
family currently take?

This tool then plugs only these 
responses into a calculator

Concludes with a result based solely on 
the input entered by the user

This tool compares these responses to a 
data pool of similar people and creates a 
risk profile

Concludes with a data-driven result 
based on a combination of user-entered 
data and risk profile comparisons

Recommends a plan based on the 
above calculation, determined by user’s 
perceptions of their potential healthcare 
utilization

Recommends a plan based on 
information entered combined with data 
of people with similar profiles.

BAD PREDICTIONS + BAD MATH  = 
BAD RECOMMENDATIONS

DATA-DRIVEN RESULTS ENSURE 
THE RIGHT FIT EVERY TIME

Predictive Tool
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You need to  
take risk 
calculations out  
of the equation.
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As the previous image shows, when you put 
the task of calculating risk on the shoulders 
of your employees, the chances are high that 
they will get it wrong. Your employees need a 
tool that will not only calculate risk for them 
but also explain how and why it makes sense.

Picwell’s predictive decision support solution 
accounts for the risks that each of your 
employees face and educates them about 
those risks.

Here’s how it works. 

The employee answers a few questions and Picwell’s 
machine-learning model takes those responses and (1) 
finds “People Like You” from our large database of medical 
claims, and (2) calculates the costs and risk that “People 
Like You” face.

By using this approach, we don’t need people to tell us how 
likely they are to need urgent or emergency care. 

We tell them.





Everybody 
Wins with 
Benefits 
Decision 
Support
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Employees

Receive the education they need

Walk away with a full understanding of medical 
& supplemental benefits provided by the 
organization

 

Receive the guidance they need to select the best 
plans for their unique situations

Save money!

Employers

You can finally reach employees wherever they are

You can deploy benefits communication at scale

Reduced workload for your team 

Save money!



HOW TO  
EVALUATE  
DECISION  
SUPPORT 
SOLUTIONS: 
A Checklist

By now, you should have a pretty good idea of what you’re 
looking for when it comes to benefits decision support. We 
know it’s a lot to remember, so we created a checklist to help 
you keep it all organized. Here are some of the questions 
your decision support tool should be able to answer.

Does the decision support tool predict employees’ 
health risk, or does it ask them to predict their own 
health risk?

Does the decision support tool use established data 
to create risk profiles and determine the best plan?

Does the decision support provider offer proof of 
success in documents such as case studies and 
whitepapers?

Does the tool provide interactive HSA education and 
guidance?

Does the tool help your employees understand their 
level of risk?

Do they provide pre- and post-enrollment insights 
reports to help you determine success and shape 
future benefits plans?

Does the decision support tool also showcase the 
supplemental benefits your organization offers? 

If you’re thinking “wow this is a lot” – you’re right, it is. 
But you’re in the right place, because we have a decision 
support solution that will check off all the boxes…
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Picwell Provides 
Benefits Decision 
Support Designed  
to Satisfy  
Employees & Meet 
Employer Needs
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Utilizes predictive analytics to find best-fit 
plans

Comprehensive education & guidance for ALL 
benefits, including medical & supplemental!

Easy accessibility from any device, any time

Insights reporting

Visit www.picwell.com to 
schedule a demo today#empowerwisechoices

http://www.picwell.com

