WELCOME
2018 Retirement, Employee Benefits
and Healthcare Forum

Changes in Health Care Delivery
What is Changing in Health Care Delivery and how to
Leverage Those Opportunities!
Change is Here in Many Forms!
April 18, 2018
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Background
• How to grade health care brokers and consultants over
the past 30 years? Any passing grades? Or did we all fail?
• Opportunity to build a long‐term strategy
– Leverage changes in the marketplace
– Leverage new tools/resources
– Leverage new national and local options
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Process of Building a Long‐term Strategy
Process to build vision, collaboration and strategy
• Construct background
Phase 1 • Build strategic tools uniquely to ABC Client
• Compression Planning to develop high‐level
Phase 2 objectives, build consensus
• Develop multi‐year strategic plan with specific
Phase 3 action items and options
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Traditional 2‐Box Health Strategy
Wellness Strategies –
Activity‐Based

Plan Design, Funding &
Administrative Strategies

2018‐2023
ABC Company
Leveraging
Strategies
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What’s New in Health Care and Leverage 5‐Box
Strategy to Build Long‐term Strategies
Integrated Wellness and
Engagement Strategy

Plan Design, Funding &
Administrative Strategies

Leverage
Changes in
Market

2019‐2024
ABC
Leveraging
Strategies

ACO’s
Leverage
Strategic
Partner

•

Align Internal
and External
Strategies

•

Pull vs. Push
Patient Centered
Medical Home
changes the
interaction
between employee
and physician

Changes in Laws and CMS
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Health Strategy – Box 4
• Major carriers – Change coming? Major disruptors?
– CVS and Aetna
– Express Scripts and CIGNA
– Humana and Walmart
– Birkshire/Amazon/Chase
– Others
• Anthem
• United Health Care
• Medical Mutual of Ohio

• Statewide and Local Networks – Change Is Here! New
Options for local employers
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Box 4 – Accountable Care Organizations
• New terminology
– PCMH’s – Patient Centered Medical Homes
– ACO’s – Accountable Care Organizations
– CIN’s – Clinically Integrated Care

• Many are creating direct to employer options
– Value of integrated care
– Disease prevention

• Local ACO Option with Ohio Healthy
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Steve Cindrich
President, OhioHealthy Medical Plan

9

HEALTH SYSTEM CONNECTIVITY
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Value Based Program
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Good Fit for Our Proposition
• Self‐insured employers with 1000+ employees
– Ability to support minimum participation requirements
– Willing to incent employees to select plan if not total
replacement
– Willing to participate in multi‐year arrangement

• Employees located in Franklin County & 6
contiguous counties
• Medical trend undesirable and/or high‐cost
claimants
• Willing to embrace an integrated solution
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Steven G. Parsons, FCA, MAAA, EA
Principal & Actuary
Findley Davies|BPS&M
216.875.1924
sparsons@findleydavies.com

Steve Cindrich
President
OhioHealthy Medical Plan
757‐663‐9943 (cell)
Stephen.Cindrich@OhioHealth.com
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Creative Compensation Strategies for
Today’s Workforce
April 17, 2018
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1

Speaker

Jeanette Kopmanis
Senior Consultant, Compensation & Rewards

Areas of Expertise
• Compensation and Incentive Plan Design

• Total Compensation and Rewards

• Executive Compensation

• Market Benchmarking

• Compliance

• Variable Compensation

• Change Management Strategy

• HR Improvement Initiatives

• Performance Management

• Financial Analysis

jkopmanis@findleydavies.com
One SeaGate, Suite 2050
Toledo, OH 43604
Phone: 419‐327‐4152
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Compensation & Rewards
ABOUT

Strategy

Our Compensation & Rewards
consultants help organizations:
 Align pay and rewards with
business objectives and key
performance values
 Provide guidance on
important business
decisions regarding
compensation programs
 Help clients attract,
motivate, and retain talent
for today’s workforce

Benchmarking &
Design

Implementation &
Execution
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Challenges with today’s workforce…

Unemployment at
historical lows
(4.1% through
February 2018, BLS)

Increased job
openings at new high
(6.3 million Jan 2018,
DOL Job reports)

1 in 5 U.S. employers
plan to increase
payrolls in Q2 2018
(Manpower survey)

Recent tax reform
and impact on
compensation
decisions

9
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And even more recent news…

Unemployment at
historic lows
(4.1% Feb 2018,
Bureau Labor Stats.)

Increased job
openings at new high
(6.3 million Jan 2018,
DOL Job reports)

1 in 5 U.S. employers
plan to increase
payroll in Q2 2018
(Manpower survey)

Recent tax reform
and impact on
compensation
decisions
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Making headlines…
Apple (Bonus)

AT&T (Bonus)

Bank of America (Bonus)

BNY Mellon (Living
Wage)

Comcast (Bonus)

FedEx (Bonus)

Fifth Third Bank (Bonus
and Living Wage)

Home Depot (Bonus)

Navient (Bonus)

Royal Caribbean (Stock)

Southwest Airlines
(Bonus)

Starbucks (Bonus &
Stock)

Travelers Companies
(Bonus)

U.S. Bancorp (Bonus)

Verizon (Stock)

Walmart (Bonus and
higher hourly wage)

Walt Disney (Bonus and
Failed Say on Pay vote)

Waste Management
(Bonus)

Wells Fargo (Living Wage)

10
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Closer to home, are you hearing…
Executive
Compensation
• Incentive plans
reward the wrong
performance
• Compensation viewed
as non‐competitive or
misaligned
• Difficult recruiting and
retaining right people
• Little or no alignment
with shareholders

Broad‐based
Compensation
• High turnover
• Trouble recruiting or
filling open positions
• Acquisition/merger
created pay inequities
• Concern that pay is
below market
• Bonus plan is not
incenting the right
behaviors

Sales Incentive
Compensation
• Desire to drive
higher sales growth
• Incenting wrong
behavior or results
• Cost of sales is high
from poor design
• Top performers are
not being paid
enough and bottom
performers are paid
too much
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Introduction to our
compensation & rewards
Does yourservices

Learn how tax reform
impacts compensation
and benefits

company have a
compensation
or total rewards
Understand
strategy?
compensation trends to
attract and retain talent

11
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Introduction to our
compensation & rewards
Does yourservices

company have a
compensation
or total rewards
Understand
strategy?
compensation trends to

46% of top performing
organizations
have a
Learn
how tax reform
formal
compensation
impacts
compensation
strategy
(vs. 35% of
and
benefits
typical companies)
Payscale, 2018 Compensation
Best Practices Report

attract and retain talent
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A culture with no defined strategy (or outdated…)
Unclear expectations
and priorities
Inequity among
the workforce
(real or
perceived)
causing lack of
motivation and
engagement

No clear line of sight for your
workforce to align with your
business objectives
Higher turnover
and likely to lose
frustrated top
performers

REDUCED BUSINESS RESULTS

12
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Creating a balanced Total Rewards strategy
Internal Factors
• Effective pay structure and mix of
pay (base salary and incentive pay)
• Financial budget to support pay
initiatives
• Internal equity among positions

External Factors
•
•
•
•

Performance against peer companies
Economic and market environment
Legal/regulatory environment
Availability of market pay information
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Total Rewards Strategy
The strategy is a compass to guide disciplined
pay design, administration and governance

The purpose of the total rewards strategy is to:
•Be the philosophical framework for guidance
•Provide key messages for employees
•Retain and recruit talent by ensuring fair pay

13
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Importance of a Total Rewards Strategy

To be successful, a
company must link its:

And clearly identify and
define its:

•
•

•
•
•

•
•

Business strategy
Organizational
culture
Performance goals
and expectations
HR strategy

•

Pay plans/programs
Pay mix
Target market
position
Alignment with
strategic plan/goals
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Six Elements of a Total Rewards Strategy
Attract

Motivate
Compensation

Talent
Development

Benefits

Total
Rewards
Strategy
Performance
Management

Work‐Life
Effectiveness

Recognition
Retain

Engage
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Six Elements of a Total Rewards Strategy
Attract

Motivate
Compensation

Talent
Development

Benefits

Total
Rewards
Strategy
Performance
Management

Work‐Life
Effectiveness

Recognition
Retain

Engage

Is “Pay for Performance” important to your
compensation or total rewards strategy?
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Linking Performance to Pay
Differentiating annual salary increases tied
to performance throughout your workforce

Paying annual bonuses to reward for
company, team and individual success

Aligning interests of executives with
owners through long‐term incentives
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Base Salary Best Practices
Base Salary

Base
Salary

• Target base salary using job content,
external market, and internal equity
• Create pay for performance culture by using
a merit matrix tool for pay raises
• Train and involve managers in the process
• Merit matrix takes into account:
Pay position relative to pay range
Individual performance

16
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Base Salary Merit Matrix Illustration
Note: This metrix matrix is being provided for illustration purposes only.
The actual budget increase and modifiers will need to be approved by management and the board.
Budget Increase (input):

3.0%
Pay Relative to Salary Grade Median

Pay Relative to Market

Rank

Modifier

1

1.1%

2.3%

4.5%

5.6%

6.8%

Significantly below market

1

1.50

2

0.9%

1.9%

3.8%

4.7%

4.5%

Below market

2

1.25

3

0.8%

1.5%

3.0%

3.8%

4.5%

Market

3

1.00

4

0.4%

0.8%

1.5%

1.9%

2.3%

Above market

4

0.50

5

0.2%

0.4%

0.8%

0.9%

1.1%

Significantly above market

5

0.25

1

2

3
Performance

4

5

Performance Modifier

Rating

Performance Score

1

Needs improvement

Modifier
0.25

2

Approaches expectations

0.50

3

Meets expectations

1.00

4

Exceeds expectations

1.25

5

Outstanding

1.50

Position

 modifiers used to
scale and may
change each year

Note that the modifiers used to differential pay
between the various ratings and rankings
will be evaluated and may be changed annually
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Annual Incentive Plan Best Practices

Annual
Incentive
Pay

• Tie bonuses to overall success of company –
vs. exclusively individual performance only
• Set award targets by level/position
–Align targets with market and pay mix
• Individual earns bonus with performance
• Company must achieve results for payout

Eligibility

Incentive
targets and
bonus pool

Funding based
on company
performance

Individual
performance

Bonus payouts
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Annual Bonus Funding Illustrations
 Establish company and
individual goals
 Create performance levels
 Earn through performance
 Achieve company goals to
fund bonus payouts
INDIVIDUAL PERFORMANCE SCORECARD

Bonus Target
20%
Actual vs.
Bonus
Weighting
Target
Allocation

Bonus
Earned

Bonus
Payout

1 Division revenue

$xxx

$xxx

107%

40%

8%

121%

9.68%

2 Division profitability

$xxx

$xxx

97%

40%

8%

94%

7.52%

3 Strategic objectives ‐ SMART goal #1

xxx

xxx

100%

10%

2%

100%

2.00%

4 Strategic objectives ‐ SMART goal #2

xxx

xxx

75%

10%

2%

75%

100%

20%

Performance Measures

Target

Actual

Totals

1.50%
20.70%
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Best practices
Engage
leadership

Define
compensation
strategy

Provide
guidance

Determine
competitive
ranges of pay

Gather
data

Conduct
market
analysis
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Top‐performing companies…
• Complete updated market
studies on an ongoing basis
• Adjust internal salary ranges
annually with market trend
• Give annual base pay increases
• Use variable pay (incentives) to
reward based on performance
• Perform engagement surveys to
keep a pulse on its workforce
• Engage its workforce in training
and Learning & Development
• Involve managers in the pay
decisions and communication

38

Helpful tips for creative strategies…
• Engage the decision‐makers
early to gain their support
• Build an economic business case
(e.g., ROI, impact on sales if
downtime to replace, etc.)
• Stay current with market and
budget for those adjustments
• Make sure increases are fairly
distributed at all levels
• Be transparent with employees
and share the overall strategy
• Reinforce value to employees
with Total Rewards statements
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A look ahead…
Most top‐performing companies report they
plan to give pay increases although will be
using a performance‐based approach

Other creative strategies…
•Recognition/award programs
•Expanded parental/family leave options
•Remote work or flexible work schedule/location
•Gym memberships or wellness programs
•Other types of bonuses (retention, hiring, or referral)

40

Questions and Discussion

20
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1

Thank You!
Jeanette N. Kopmanis
Senior Consultant
Findley Davies, Inc.
One SeaGate, Suite 2050
Toledo, Ohio 43604
Office 419.327.4152
jkopmanis@findleydavies.com

Tax Reform’s Impact on
Welfare Benefit Programs,
Fringe Benefits &
Executive Compensation
Jason Rothman, J.D.
April 17, 2018
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Today’s Agenda
• TCJA Background
• Affordable Care Act News
• Fringe Benefits
• Executive Compensation
• Other Special Issues
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Tax Cuts and Jobs Act (“TCJA”)
• Introduced by the U.S. House of Representatives
in H.R. 1 and passed in November 2017
• U.S. Senate passed its own version in early
December 2017
• Senate and House versions had a number of
conflicting provisions impacting employee
benefits
• Finalized and signed by President Trump
December 22, 2017
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Tax Cuts and Jobs Act (“TCJA”)
• A number of provisions contained in proposed versions
of TCJA did not make final version.
• Examples
– Minimum age for in‐service distributions from qualified
plans
– Non‐discrimination testing and other relief for “soft frozen”
defined benefit plans
– Repeal of Code Section 129 (Dependent Care Assistance
Programs)
– Repeal of Code Section 127 (Educational Assistance
Programs)
– Repeal of Code Section 137 (Qualified Adoption Programs)
45

TCJA – IMPACT ON PPACA
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Affordable Care Act – Individual Mandate
• ACA imposes penalties on individuals who do
not have minimum essential coverage
• TCJA effectively eliminates the ACA individual
mandate
• Amends penalty amount to ZERO DOLLARS
• Effective for months after 12/31/2018
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Affordable Care Act – Cadillac Tax
• Not an TCJA item – Per short‐term spending bill to
prevent federal government shut down
• Delays the 40% excise tax on high‐cost employer
provided health coverage (i.e. the “Cadillac Tax”) until
2022
– $10,200 individual; $27,500 family (as adjusted)

• Bipartisan support to eliminate the tax
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TCJA – FRINGE BENEFIT CHANGES

Qualified Transportation Fringe Benefits
• Code Section 132(f) – Value of qualified
transportation fringe benefit deductible by
employer and excludable by employee
• Per TCJA
– No deduction by employer
– Employee may still exclude (BUT see next slide)
– Effective for amounts paid after 12/31/2017
– Note later discussion on UBIT issues for tax‐exempt
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Qualified Transportation Fringe Benefits –
Qualified Bicycle Commuting Reimbursement
• Pre‐TCJA – Employees may exclude from income up
to $20 per month of qualified bicycle expense
reimbursements from employers
• TCJA – Exclusion is suspended beginning tax years
after 12/31/2017 and sunsets after 2025
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Employee Achievement Awards
• Pre‐TCJA – Length of service and safety achievement
awards generally excluded from individual’s income and
deductible (up to certain limits) by employer if certain
requirements are met
• TCJA – Certain types of awards no longer tax‐favored
– Includes cash, gift coupons, gift certificates (unless provides
right to limited selection of items selected by employer),
vacations, meals, lodging, sporting/theater tickets,
securities and “other similar items”.
– Applies to amounts paid/incurred after 12/31/2017
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Qualified Moving Expense Reimbursements
• Pre‐TCJA – employee may exclude from income
reimbursements from employer for reasonable
expenses to move to a new residence
• TCJA
– Exclusion is temporarily repealed except for members
of the Armed Forces on active duty who move due to a
military order and incident to a permanent change of
station
– Exclusion is suspended beginning tax years after
12/31/2017 and sunsets after 2025
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Deductions for Entertainment, Amusement
and Recreation
• Pre‐TCJA Rules
– Generally speaking, employers may deduct ordinary
and necessary business expenses
– Deductions for entertainment, amusement and
recreation not allowed unless shown directly related
to active conduct of business
– 50% deduction limitation in most cases

• TCJA – Generally disallows deduction for
entertainment, amusement and recreation
expenses
54
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Deductions for Meals, Food and Beverages
• Pre‐TCJA Rules
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– Generally speaking, employers may deduct ordinary
and necessary business expenses (including meals
with clients, meals provided to employees on the
employer’s premises and meals consumed on business
travel)
– Deductions for entertainment meals not allowed
unless shown directly related to active conduct of
business
– 50% deduction limitation in most cases
– Food and beverages excludable from employee’s
income as de minimis fringe (including on‐site
cafeteria) fully deductible

Deductions for Meals, Food and Beverages
• TCJA Rules
– Entertainment meals generally not deductible
– New 50% deduction limit for de minimis fringe benefit
food and beverages
– Starting in 2026, no deduction for employee cafeterias
and meals furnished for convenience of the employer
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On‐Premises Athletic Facility
• Pre‐TCJA – deduction for on‐premises gyms and
other athletic facilities
• TCJA – eliminates employer deduction (still
excludable by employees)
• Note – UBIT Issue for tax‐exempt organizations
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Paid Family Medical Leave Tax Credit
• 2018 and 2019 tax years
• Amount paid to employee must be at least 50%
of normal wages
• If 50%, tax credit = 12.5%
• Credit increases .25% for each 1% increase of
paid amount
– Thus maximum credit 25% if 100% of wages paid for
leave

• Max 12 paid weeks for an employee per year
58
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Paid Family Medical Leave Tax Credit
• “Eligible Employer”
• must have a written policy that..
–Provides not less that 2 weeks of paid family
and medical leave for full time qualifying
employees (i.e. 30+ hours/week), and
–Provides proportional paid leave for part time
qualifying employees
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Paid Family Medical Leave Tax Credit
• “Qualifying Employee”
–Employed by the employer for at least 1 year
–In the prior year, had compensation not in
excess of 60% of the highly compensated
employee limit
• for 2018, the limit is $120,000 – so 60% x
$120,000 =$72,000
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TCJA – EXECUTIVE COMP CHANGES

Deduction Limit on Compensation
>$1,000,000
• Code Section 162(m) – publicly traded corporation can’t
deduct compensation in excess of $1,000,000 paid to a
“covered employee”
• Pre‐TCJA – performance‐based compensation and
commission payments excluded from $1,000,000
deduction limit
• Pre‐TCJA – Covers CEO and the 4 highest paid officers
other than CEO (determined as of close of taxable year)
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Deduction Limit on Compensation
>$1,000,000
• TCJA Eliminates exceptions for performance‐
based compensation and commissions
• Special Grandfather Rule
– Compensation paid under terms of written
contact in effect on 11/2/2017, and
– Terms of contract NOT modified in any material
respect on/after 11/2/2017

• Effective for tax years after 12/31/2017
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Deduction Limit on Compensation
>$1,000,000
–Expansion of “publicly traded corporation”
• Basically adds certain entities with publicly
traded debt and some foreign companies

–Expansion of “covered employee”
• Adds CFO
• Includes anyone who was CEO or CFO at any
time during the year
• Once obtain status, keep status
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Compensation >$1,000,000 Paid by Tax‐
Exempt Organizations
• Pre‐TCJA – Tax‐exempt organizations not subject to
“$1,000,000 Rule”
• TCJA establishes new excise tax
– 21% excise tax on compensation in excess of $1,000,000
– Applies to organization’s highest 5 paid employees
– Special rules for “excess parachute payments”
– Limited exceptions for licensed medical professionals for
medial or veterinary services (i.e. doctors, nurses and
veterinarians)
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Qualified Equity Grants
• Pre‐TCJA – employee must recognize income when
underlying stock per stock option or restricted stock unit
is transferable or no longer subject to substantial risk of
forfeiture
• TCJA – New Code Section 83(i)
– Allows private employers to provide 5 year deferral
opportunity
– Requires coverage/awards for at least 80% of full time
employees
– Similar to 83(b) rules regarding elections
– Notice requirement
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TCJA – OTHER SPECIAL ISSUES

UBIT Issue for Tax‐Exempt Organizations
• TCJA changes to certain fringe benefit treatment
results in unrelated business income tax (“UBIT”)
– Qualified transportation fringe benefits,
– Parking facility‐qualified parking, and
– On‐premises athletic facilities.
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Employer Deductibility of
Certain Settlements
• Pre‐TCJA ‐ Generally speaking, employers may deduct
ordinary and necessary business expenses including
payment of judgment or settlement of a suit/claim
arising out of business matter
• TCJA – No deduction for…
– Settlement/payment related to sexual harassment/abuse if
settlement/payment subject to nondisclosure agreement;
or
– Attorney’s fees related to ^^^
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Questions???
• Jason Rothman
–216.875.1907
–jrothman@findleydavies.com
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2017-2018 Retirement Plan
Regulatory Update

Schneider Downs & Co., Inc.

Tax Cuts and Jobs Act
The Act had minimal impact to 401(k) and
other tax qualified plans. The significant
provisions include:
• Extended Rollover Period for Rollover of
Plan Loan Offset Amounts
• Relief from Early Withdrawal Tax for
“Qualified 2016 Disaster Distributions”
• Repeal of the Rule Allowing
Recharacterization of IRA Contributions
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Tax Cuts and Jobs Act
Extended Rollover Period for Rollover of Plan
Loan Offset Amounts
• Under the Act, the period during which a
qualified plan loan offset amount may be
contributed to an eligible retirement plan
as a rollover contribution would be
extended from 60 days after the date of
the offset to the due date (including
extensions) for filing the Federal income
tax return for the tax year in which the
plan loan offset occurs.
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Tax Cuts and Jobs Act
Relief from Early Withdrawal Tax for “Qualified 2016
Disaster Distributions”
• These distributions are defined as distributions
made between Jan. 1, 2016 and Jan. 1, 2018, to
an individual whose principal place of abode at
any time during calendar year 2016 was located
in a declared disaster area and who has
sustained an economic loss.
• The relief would provide an exception to the 10%
early withdrawal penalty for up to $100,000 of
“qualified 2016 disaster distributions.”
• Taxed pro rata over 3 years.
• Ability to be recontributed over a three-year
period.
74
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Tax Cuts and Jobs Act
Repeal of the Rule Allowing
Recharacterization of IRA Contributions
• The Act repeals the rule that allows the
reversal of an election to recharacterize
IRA contributions to one type of IRA (either
traditional or Roth). For example, under
the Act, an election to convert a traditional
IRA to a Roth IRA during a tax year can no
longer be recharacterized as a
contribution to a traditional IRA.
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The Bipartisan Budget Act
The two-year budget agreement that Congress
passed includes several tax policy changes affecting
retirement plans, including:
• Remove six-month prohibition on contributions to
retirement plans after a hardship withdrawal.
• Remove requirement to first exhaust plan loan
options.
• Allow QNECs, QMACs and investment earnings to
be included in a hardship withdrawal
• Special disaster-related rules and relief for use of
retirement funds for individuals impacted by the
California wildfires.
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Other Changes - DOL Fiduciary Rule
• The Department of Labor issued a final rule that
delayed the implementation of the enforcement
mechanisms of its fiduciary duty regulation until the
middle of 2019.
• The rule would postpone, from January 1, 2018, to
July 1, 2019, the applicability of prohibited-transaction
exemptions.
• Effective June 2017, financial institutions are required
to act in the best interest of investors
• During the 18-month transition period, the DOL said it
"will not pursue claims against fiduciaries working
diligently and in good faith to comply" with the
impartial conduct standards that are already in place.
• SEC ?

77

Other Changes - 2018 Retirement
Plan Limits

78
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Other Changes - Hardship Distribution
documentation
According to an IRS Memorandum for Employee Plans
Examinations, if certain requirements are met, a plan can be
treated as meeting the hardship substantiation requirements
without obtaining and retaining the source documents. The
four requirements are as follows:
• The participant must receive a notice about certain
hardship rules and agree to retain and make available upon
request the source documents.
• The third party administrator must obtain from the
participant a summary of information contained in the
source documents.
• The third party administrator must have a process by which
it annually provides or gives the employer access to data on
hardship withdrawals.
• The plan must have a procedure in place whereby
participants do not receive more than two hardship
withdrawals per year.
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Other Changes - MyRA Program
Terminated
• After a review of the program and its costeffectiveness, the Treasury Department
announced July 28, 2017 that it will begin
winding down the myRA program.
• Treasury said that a thorough review of the
myRA program found that demand for
myRAs has been extremely low, and the
cost to taxpayers cannot be justified by the
assets in the program.
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Other Changes - Form 5500
Penalties
The Department of Labor’s Employee
Benefits Security Administration has
increased the civil penalties for failure to file
the Form 5500.
• The maximum per-day penalty under
ERISA Section 502(c)(2) for 2017 will be
$2,097; that is $34 higher than the
maximum rate for 2016 of $2,063 per day.
• The adjustments for 2017 apply to
violations occurring on or after Nov. 2,
2015.
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Other Changes - IRS Proposed
Regulations
The regulations amend the definitions for
qualified matching contributions (QMACs)
and qualified nonelective contributions
(QNECs) in order to permit the use of
forfeitures to fund such contributions in
defined contribution plans, including ADP
test safe harbor contributions.
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Other Changes - The Retirement Plan
Modernization Act
• Legislation has been introduced that
would increase the automatic IRA rollover
limit for retirement plans.
• The Act would raise the automatic IRA
rollover limit, based on the rate of
inflation, from $5,000 to $7,600, and
allow for future increases to be indexed for
inflation.
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??? QUESTIONS ???

Jason M. Lumpkin, QKA, AIF®
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THANK YOU FOR ATTENDING!
Don’t forget to fill out your
evaluation form.
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