Transcript from Full Interview with Cobb Strecker Dunphy & Zimmermann, Inc
Discussing Their Benefits:
Smart investments in benefits reap rewards in a tight labor market.

Interviewer - Renee 

Hello, I am Renee Schaaf, vice president at the Principal Financial Group.  

Growing companies face many challenges today—not the least of which is finding and keeping high-performing employees in an increasingly competitive market. It’s even more of a challenge when you’re a smaller organization competing with very large corporations—and their very large budgets. The good news is this challenge can be overcome with the help of smart investments in employee benefits. We’re going to talk with someone whose company has done just that.
My guest is Steve Gfroerer, chief financial officer of Cobb Strecker Dunphy & Zimmermann, Inc.  Based in Minneapolis, Minnesota, CSD&Z provides customized insurance, surety and risk management solutions to clients in the construction and design industries. Founded in 1919, CSD&Z employs more than 65 people.
Thanks for joining us, Steve.
Steve 
I’m glad to participate, Renee.
Renee
As I said, our focus today is how growing companies can compete for top employees in a very competitive marketplace. Steve, tell me a little bit about CSD&Z and the employment marketplace in which you’re competing.
Steve
Cobb Strecker Dunphy & Zimmermann is a surety bond, safety consulting and multi-line insurance agency that has specialized in serving the construction and design/professional industries since 1919.  We have a lot of great employees at CSD&Z but they are very hard to find.  There are not many employees trained in the insurance field, especially for our niche, so we need to find and attract talented employees and then invest in them to learn our industry.
Renee
That is really impressive.  Can you, can you give me a little bit more information what specific benefits you have been providing? 
Steve
Sure we have:

· 100 percent employer-paid medical insurance premiums for employees

· 50 percent employer-paid medical insurance premiums for dependents

· 401(k) plan with an employer match of 50 percent up to 4 percent of pay deferred; average employee deferral rate of 9.2 percent 

· Profit sharing plan with an average of 8 percent employer paid contribution 

· Money purchase plan with a 5 percent guaranteed contribution 

· A Roth 401(k)

· A 100 percent employer-paid premiums for long-term disability insurance

· and a medical reimbursement plan
Renee
Wow. That’s really impressive. What role do those benefits play in helping you compete for the best employees? Have you been able to lure employees away from some of the bigger companies in Minneapolis?
Steve
We have been successful in obtaining employees from bigger companies by showing them we are committed to them and will provide them with a benefits package and a friendly environment where they know they can succeed at work and at home.  We want CSD&Z to be there final destination on a successful career path.
Renee
Now, I know that good employee benefits aren’t cheap. How do you justify the cost of those benefits to the company’s owners? Is it a hard sell?
Steve
It hasn’t been hard to sell for 2 reasons. First, we believe our experienced and motivated employees provide exceptional service to our clients and this allows us to maintain a very high client retention percentage and gives us an edge in attracting new clients.  So it makes good business sense to reward our employees.  Secondly, our owners strongly believe it is the right thing to do.  They believe we have exceptional employees and each employee should have exceptional benefits.

Renee
Your turnover rate is phenomenal: just 6.4percent compared to your industry’s average of 25.4percent. Your benefits program is definitely helping to keep employees with the company. Do you think the benefits also impact employee motivation and engagement? 
Steve

Definitely, first of all the low turnover ratio helps us maintain our experience in the industry and strengthens our knowledge and relationship with each client and co-worker.  This allows us to work better as a team and be more efficient.  The employees know we care about them and we provide them the support needed.  Each employee in return cares about the company and works hard to make CSD&Z successful.  
Renee
In addition to investing in employees’ financial well-being, CSD&Z also invests in employees’ physical well-being. Tell me a little bit about your wellness program. What do you offer, and how is the company helping to create a culture of wellness among employees?
Steve
This has been a very successful initiative.  Our wellness committee has been engaging employees to take extra steps to enhance their physical, mental and financial health by educating, guiding, challenging, motivating and rewarding them.  The more we can help our employees be successful in their overall well-being the happier and more productive each employee becomes.
Some examples are:

· For physical – we have excellent health insurance, health screening - blood pressure, cholesterol and glucose- health risk assessments, walking clubs, free in-house yoga and Pilates, healthy cooking demonstrations that work, in-house Weight Watchers and gym discounts.
· For mental – we have a healthy work environment with flexible work schedules, training to do the job, two way communication between employees and supervisors, seminars like Balancing Work and Family Life, and Stress Management, an employee assistance program, and our summer half-day reward policy – this is really popular with our employees where employees get a half-day off every other week between Memorial day and Labor day – we encourage employees to spend the day with their family or on themselves.
· Financial – starts with excellent retirement plans and education, life insurance, disability insurance, five twenty nine plans, medical reimbursement plan, an outside financial planner available at no cost to employees and assistance with budgeting, wills and guardians. Physical, mental and financial aspects all need to be there to help create a productive work environment and build a happy and healthy employee!
Renee
That’s incredible - the scope that you have been able to build into your wellness program.  Do you think the wellness program is helping to control health care costs?
Steve
I strongly believe it will – an example is two employees came to us after the health fair and thanked us because they had found out they had high blood pressure and cholesterol.  Both now have it under control with a better diet and exercise.  We have also seen employees meet their weight goals through Weight Watchers.  These could have been future large claims.  Employees are more aware of the wellness issues and they are talking about good healthy things they are doing now.  Employees are more active and have more energy at work.
Renee
Very good results.  And, and I would agree that this is very encouraging. You mentioned earlier that you offer a Roth(k) option. Why did you decide to add that?
Steve

It was difficult when we first implemented it because it was so new and people didn’t know much about it.  However, we felt it was an extremely important investment tool for the right people for their retirement savings.  The trick is to show employees who would benefit from the Roth 401k and who would not benefit.  
Renee
And you’re absolutely right.  The Roth(k) option isn’t right for every employee. How did you help employees decide if the Roth(k) was a good fit for them?
Steve

We had to sit down and do several educational seminars to educate employees if they were a good fit and passed out information on the Roth 401K.  In addition, we have made a financial planner available to sit down with employees who were interested in it.
Renee
Speaking of education on retirement options, can you tell us about the retirement classes you had this past year that were based on employees’ ages and life stage?
Steve

Sure.  We feel it is important to personalize and engage our participants in their retirement education.  In our last effort we had 3 classes during the working day and customized the meetings for different groups – we had the younger and newer employees in one group where we stressed how much and how to invest, another group was for Employees who have been participating in the plan for awhile where we stressed importance of diversification/rebalancing and again going through how much to invest and lastly we had a employees nearing retirement where we stressed allocation and distribution methods.
Renee
Overall, what tips would you give to other growing companies who want to reap the rewards of a strong benefit program? 
Steve

A lot of companies state their employees are their most important asset.  If you truly believe this, then you should provide your employees with a lot of good benefits and get your employees involved in their whole well-being by educating them, motivating them and rewarding them.  You don’t need to add all the benefits at once but continue to invest in them.  You will see great rewards in return!
Renee
Very sound advice and very great tips that you offered there, Steve.

Steve
My pleasure Renee, it’s been exciting to share with others a little about CSD&Z and the award from Principal.
