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About the National Association of Counties 
The National Association of Counties (NACo) is the only national organization that represents county 
governments in the United States. Founded in 1935, NACo provides essential services to the nation’s 
3,068 counties. NACo advances issues with a unified voice before the federal government, improves the 
public’s understanding of county government, assists counties in finding and sharing innovative 
solutions through education and research, and provides value-added services to save counties and 
taxpayers money. For more information about NACo, visit www.naco.org. 
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Anita Cardwell                                            Maeghan Gilmore 
Senior Associate                                          Program Director 
Health & Human Services                           Health, Human Services & Justice 
County Services Department                       County Services Department 
202-942-4267                                               202-942-4261 
acardwell@naco.org                                    mgilmore@naco.org  
 
 

 

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

 



 
 

Executive Summary 
 

In mid-June 2010 the National Association of Counties conducted a survey on how counties are preparing for the 
changes to employer-sponsored health plans that are mandated through the health reform law, the Patient 
Protection and Affordable Care Act (PPACA).  The survey was sent to 677 county human resource directors.  The 
129 distinct county responses received were from counties in 35 states.   
 
The survey shows that the majority of county human resource departments that responded to the survey are 
preparing in some way for the changes required by the health reform law—specifically, 43 percent are 
undertaking some degree of planning and 26 percent are in the initial planning stages. It is also evident that 
counties will need more information, as the provisions affecting employer-sponsored health plans are 
implemented, to better understand the impacts.  
 

Specific Highlights  
 

• Sixty-two percent of counties either plan to apply for reimbursement or are considering applying for 
reimbursement through the Early Retiree Reinsurance Program1. 

 
• Fifty-eight percent of counties expect that another provision in the law regarding the expansion of 

dependent coverage to young adults up to age 26 will likely result in considerable changes and cost 
increases to the health plans they offer.2   

 
• Sixty-five percent of county human resource directors reported that they need more information about 

the voluntary Community Living Assistance Services and Supports (CLASS) Act program3 before 
determining whether they will participate.   

 
• Many counties—46 percent—are still in the process of determining how they will respond to any 

increased costs that may be associated with implementing the changes that the health reform law 
requires, such as whether they will increase beneficiary cost-sharing or increase premiums.   

 

                                                             
1 The Early Retiree Reinsurance Program is a temporary program created by the health reform law that reimburses participating 
employment‐based plans for a portion of the cost of providing health benefits for non‐Medicare eligible early retirees and their spouses, 
surviving spouses and dependents.  
2  The  health  reform  law  requires  all  individual  and  group  health  insurance  plans  that  provide  coverage  to  beneficiaries’  dependent 
children to provide them coverage until they reach age 26.  This rule applies to all plans in the individual market and new employer plans.  
It also applies to existing employer plans (plans in existence on March 23, 2010, which are considered grandfathered health plans) unless 
the adult child has another offer of employer‐based coverage.  However, in 2014, this exception for grandfathered health plans will not 
apply and young adults up to age 26 will be able to remain on their parent’s employer‐sponsored plan even if the young adult is eligible 
for coverage through their employer.  
3 The Community Living Assistance Services and Supports (CLASS) Act program is a new voluntary long‐term care insurance program that 
provides participants with a cash benefit to cover the costs of long‐term care services.  Employers determine whether or not to 
participate in the program. Employers that choose to participate will automatically enroll employees for the CLASS payroll deductions 
beginning January 1, 2011; however, employees may choose to opt out of the program.  



• While 39 percent of respondents reported that they are not intending to implement benefit plan changes 
that may affect their county’s status as a grandfathered health plan (plans in effect on March 23, 2010),  
43 percent are still assessing the recently released regulations and/or in the process of determining 
potential benefit plan changes. 

 
• A large majority of county human resource directors—80 percent—are also concerned about the 

additional reporting requirements contained in the law, such as the requirement to report the cost of 
health insurance coverage on W-2 forms in 2012.  Other significant concerns related to implementing the 
health reform law included: 

o Concerns about changes that occur in 2014, such as the employer free-rider penalty and others – 
63%  

o How the excise tax in 2018 on high cost health plans may affect plan offerings – 56% 
o Potential costs associated with seeking legal or other counsel to ensure compliance with the law – 

55% 
o Potential effects on administrative processes – 52% 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

 



Impact of Health Reform on Counties as Employers Survey 

1.       Has your county started to prepare for the changes to employer‐
sponsored health care plans that the health reform law requires? 

#  Answer       Response  % 

1  Yes, significant planning is occurring        24  19% 

2  Yes, to some degree        55  43% 

3  County is in the initial planning stages        33  26% 

4  No        10  8% 

5  Don't know        2  2% 

6  Need more information and technical assistance        3  2% 

  Total    127  100% 

 

Statistic  Value 

Mean  2.37 

Variance  1.16 

Standard Deviation  1.07 

Total Responses  127 

 

2.  If your county offers health benefits to early retirees, is your county 
considering applying for reimbursements through the Early Retiree 
Reinsurance Program? 

#  Answer       Response  % 

1  Yes        47  37% 

2  Possibly        32  25% 

3  No        18  14% 

4  N/A (coverage not provided to early retirees)        21  17% 

5  Don't know        9  7% 

  Total    127  100% 

 

Statistic  Value 

Mean  2.31 

Variance  1.73 

Standard Deviation  1.31 

Total Responses  127 

 



3.  Do you anticipate that the requirement to extend dependent coverage 
to young adults up to age 26 (who do not have other employer‐sponsored 
coverage) is likely to result in considerable changes and cost increases to 
your county's health plan? 

#  Answer       Response  % 

1  Yes, will significantly affect plan        18  15% 

2  Yes, to some degree       69  58% 

3  No        30  25% 

4 
N/A (county plan does not offer dependent 
coverage) 

     1  1% 

  Total    118  100% 

 

Statistic  Value 

Mean  2.12 

Variance  0.43 

Standard Deviation  0.66 

Total Responses  118 

 

4.  Does your county plan to participate in the voluntary Community Living 
Assistance Services and Supports (CLASS) Act program which begins in 2011 
and involves collecting voluntary opt‐out payroll deductions from 
employees? 

#  Answer       Response  % 

1  Yes       1  1% 

2  Possibly        12  14% 

3  No        18  20% 

5  Need more information about the program       57  65% 

  Total    88  100% 

 

Statistic  Value 

Mean  4.14 

Variance  1.50 

Standard Deviation  1.22 

Total Responses  88 

 



5.  Does your county plan to implement benefit plan changes that may 
affect your county's status as a grandfathered health plan?  (Grandfathered 
health plans are plans that were in effect on March 23, 2010) 

#  Answer       Response  % 

1 
Yes, county is likely to implement changes that 
will affect status as a grandfathered health plan 

      23  18% 

2 
No, at this point no significant benefit plan 
changes are anticipated 

      49  39% 

3 
Not sure, still assessing the recently issued 
regulations and/or in process of determining 
potential benefit plan changes 

      55  43% 

  Total    127  100% 

 

Statistic  Value 

Mean  2.25 

Variance  0.56 

Standard Deviation  0.75 

Total Responses  127 

 

6.  How do you anticipate that your county will cover any increased costs 
that may be associated with implementing changes to employer‐sponsored 
health care that the health reform law requires? 

#  Answer       Response  % 

1  Increasing the total premium amount        18  14% 

2 
Increasing the amount that employees have to 
pay for deductibles 

      5  4% 

3 
Increasing the amount that employees have to 
pay for office visit co‐pays or coinsurance 

      5  4% 

4 
Increasing the amount that employees have to 
pay for prescription drugs 

     0  0% 

5 
Reducing certain types or levels of coverage or 
changing other options within benefit plan 

      5  4% 

6  In process of determining potential strategies        58  46% 

7  Don't know        24  19% 

8  Other        12  9% 

  Total    127  100% 

 



Other 

Employee Health Clinic 

cash in lieu cafe plan 

Don't anticipate cost increases above norm for 2 or more years 

Combination of all of the above 

Possible layoffs 

Plan design changes that may include all or some of these. 

we are with CakPERS and expect a combination between higher deductibles, copays, drug costs and benefit plan 
changed with increased premiums 

Increased premiums, increased deductibles, increased co‐pays and coinsurance, increased Rxs ‐ ALL 

A higher premium to cover dependent 

Given CBAs, have to layoff employees to afford increases 

Not making changes 

Increase deductibles, increasing prescription drugs, and increase employee copays 

 

Statistic  Value 

Mean  5.35 

Variance  4.75 

Standard Deviation  2.18 

Total Responses  127 

 

7.  What other issues related to implementing the health reform law are 
your county concerned about?  (Select all that apply) 

#  Answer       Response  % 

1 
Additional reporting requirements (e.g. 
reporting cost of health insurance coverage on 
W‐2 forms in 2012, reflecting coverage in 2011) 

     97  80% 

2 

Other potential effects on administrative 
processes (e.g. if county chooses to participate, 
implementation of the voluntary payroll 
deductions associated with the Community 
Living Assistance Services and Supports (CLASS) 
Act program, or automatic enrollment 
requirements for employers with more than 200 
employees in 2014) 

     63  52% 

3 
Compliance with uniform standards for certain 
benefits communications (effective in 2012) 

      53  44% 

4 
Educating employees about the requirement 
that Flexible Spending Accounts (FSAs), Health 
Reimbursement Accounts (HRAs) and Health 

      54  45% 



Savings Accounts (HSAs) can only reimburse 
participants for the over‐the‐counter drugs 
where the participant has a prescription 
(effective in 2011) 

5 
Educating employees about the new limits on 
Health Flexible Spending Arrangements (in 2013 
limited to $2,500/year) 

      46  38% 

6 
Implementation of the newly required fee to 
fund comparative effectiveness research (in first 
plan year ending after September 30,2012) 

      49  40% 

7 
How changes to Medicare Advantage and 
Medicare Part D may affect provision of retiree 
benefits 

      46  38% 

8 

Concerns about other changes that occur in 
2014, such as the employer free‐rider penalty, 
free choice vouchers and the prohibition on 
waiting periods of more than 90 days 

     76  63% 

9 
How the excise tax on health plans that cost 
above a certain threshold may affect county 
health plan offerings (effective in 2018) 

     68  56% 

10 
Potential costs associated with seeking legal or 
other counsel to ensure compliance with the 
law 

     66  55% 

11  Other        12  10% 

 

Statistic  Value 

Total Responses  121 

 

8.  Please complete the following contact information. 

First 
Name 

Last Name  Title 
County/Organiza
tion 

State  Email 

Amy  Phillips 
Director of 
Human 
Resources 

Denton County  Texas  amy.phillips@dentoncounty.com 

John  Garvey 
Director of 
Human 
Resources 

Ontario County  NY  John.Garvey@co.onatario.ny.us 

Karen  Florentine 
Director of 
Human 
Resources 

County of 
Chester 

PA  kflorentine@chesco.org 

sheila  freeman 
human 
resources 
director 

Nash County  NC 
sheila.freeman@nashcountync.g
ov 



Melanie  Mathis 
Benefits 
Specialist 

Buncombe 
County Govt 

NC 
melanie.mathis@buncombecoun
ty.org 

Patricia  Carson 
Director of 
Personnel 
Services 

Forsyth County 
Government 

GA  pgcarson@forsythco.com 

Sandra 
"Sam" 

Southern 
Human 
Resources Dir 

Bartow County 
Government 

Georgia  southerns@bartowga.org 

Joseph  Mayer 
Community 
Services 
Director 

Flagler County  Fl  jmayer@flaglercounty.org 

Allan  Kujala 
Personnel 
Director 

Kent County  DE  allan.kujala@co.kent.de.us 

Susan  Butler 
Human 
Resources 
Manager 

Scotland County  NC  sbutler@scotlandcounty.org 

Carole  Hammen 
Director of 
Human 
Resources 

Carroll County  Maryland  chammen@ccg.carr.org 

Tom  Barron  HR Director 
Columbus/Musc
ogee County 

Georgia  tbarron@columbusga.org 

Linda  Corbin 
Human 
Resource 
Manager 

Douglas  WI 
linda.corbin@douglascountywi.o
rg 

Mark  Watson 
Personnel 
Director 

Union County  NC  watson@co.union.nc.us 

John  Dean 
Personnel 
Director 

Rockingham 
County 

NC  jdean@co.rockingham.nc.us 

KAY  OLBON 
HUMAN 
RESOURCES 
DIR. 

OCONEE 
COUNTY 

SC  kolbon@oconeesc.com 

Sonya  Stephensno  HR Director  Rutherford 
Tennesse
e 

sstephenson@rutherfordcounty.
org 

Trinity  Faucett  HR Director  Harnett County  NC  tfaucett@harnett.org 

Sue  Schultz  HR Director  Big Stone County 
Minnesot
a 

sue_s@co.big‐stone.mn.us 

Rene  Bender  HR Coordinator  Butler County  Kansas  rbender@bucoks.com 

Mike  Naugher  HR Director  Etowah County  AL  mnaugher@etowahcounty.org 

Peter  German 
Director of 
Human 
Resources 

Washington 
County 

WI 
Peter.German@co.washington.w
i.us 

Jami  Kabus  Director of HR  Trempealeau Cty  WI  jkabus@tremplocounty.com 

Shauna  Musselman 
Risk Mgt 
Coordinator 

Peoria County  IL  smusselman@peoriacounty.org 



Janet  Simonen 
Personnel 
Director 

Cook County 
Minnesot
a 

janet.simonen@co.cook.mn.us 

Tammi  Ellis 

Executive 
Director of 
Organizational 
Development 

Stafford County  VA  tellis@co.stafford.va.us 

Melanie  Ault 
Director of 
Human 
Resources 

Anoka County 
Minnesot
a 

Melanie.ault@co.anoka.mn.us 

Angie  Warren  HR Director  Person County 
North 
Carolina 

awarren@personcounty.net 

Jerry  Crable 
Management 
Accountant/HR 
Director 

Scotts Bluff 
County 

Nebraska  jcrable@scottsbluffcounty.org 

Anne  Behl 

Director of 
Human 
Resources/Risk 
Management 

Lea County 
New 
Mexico 

abehl@leacounty.net 

Cindy 
Westerhous
e 

Personnel  Le Sueur County  MN 
cwesterhouse@co.le‐
sueur.mn.us 

Melanie  Thomas  HR Director  Jackson County  GA 
mthomas@jacksoncountygov.co
m 

Roseann  Nagel 
Human 
Resource 
Director 

Sibley County 
Minnesot
a 

roseann@co.sibley.mn.us 

Kelley  Dickens 
Human 
Resources 
Director 

Burke County 
Government 

North 
Carolina 

kdickens@co.burke.nc.us 

John  Yost 
Director of 
Human 
Resources 

County of 
Johnson 

Missouri  jyost@jococourthouse.com 

Judith  Toney 
Human 
Resources 
Director 

Rutherford 
County 
Governmen 

NC 
judy.toney@rutherfordcountync.
gov 

Terri  Palm  HR Director  Jefferson County  WI  terrip@jeffersoncountywi.gov 

Malinda  Smith  HR Director 
Oconee County 
Board of 
Commissioners 

GA  msmith@oconee.ga.us 

Theressa 
Arrick‐
Kruger 

H R Director  Houston  MN 
Theressa.Arrick‐
kruger@co.houston.mn.us 

Peggy  Madsen 
Personnel 
Director 

Box Elder County  Utah  pmadsen@boxeldercounty.org 

Cameron  Ahrens 
Health Care 
Manager 

Johnson County  Kansas  cameron.ahrens@jocogov.org 



Betsy  Sawyers 
Human 
Resources 
Director 

PIerce County 
Washingt
on 

esawyer@co.pierce.wa.us 

Joni  Johnson 
Deputy Director 
‐ Human 
Resources 

Jackson County  Michigan  jjohnson@co.jackson.mi.us 

Bud  Trader 
Personnel 
Director 

Iowa County  WI  bud.trader@iowacounty.org 

Patricia  Michura  Director of HR 
Gloucester 
County 

Virginia  pmichura@gloucesterva.info 

Linda  Dixon 
HR Senior 
Director 

Yakima County 
Washingt
on 

linda.dixon@co.yakima.wa.us 

Lori  Blair‐Hill  HR Coordinator  Price County 
Wisconsi
n 

hroffice@co.price.wi.us 

Patti  Gilbert 
Assistant 
Director of HR 

County of 
Orange 

California  patti.gilbert@ocgov.com 

Colette  Eppley  HR Director  Iron  UT  ceppley@ironcounty.net 

Rachael  Richie  HR Director  Barron County  WI  rachael.richie@co.barron.wi.us 

Janet  McKinley  Risk Manager 
Santa Cruz 
Couonty 

California 
janet.mckinley@co.santa‐
cruz.ca.us 

Jan  Prichard  HR Director 
Henderson 
County 

North 
Carolina 

janp@hendersoncountync.org 

Katie  Meyer 
Human 
Resources 
Director 

Murray 
Minnesot
a 

kmeyer@co.murray.mn.us 

Gerard  Visco 
Insurance 
Director 

Brevard County  Florida  gerard.visco@brevardcounty.us 

Geof  Stark 
Human 
Resources 
Director 

Churchill County  NV  gdstark@chruchillcounty.org 

Jennifer  Smith 

Bureau 
Supervisor of 
Human 
Resources, 
Records & 
Distribution 

Montgomery/Pu
blic Health‐ 
Dayton & 
Montgomery 
County 

Ohio  jgsmith@phdmc.org 

David  Stephens  HR Specialist  Morton County  ND  dstephens@avitusgroup.com 

brayton  connard  hr director  monroe  ny  bconnard@monroecounty.gov 

Amanda  Streicher 

Assistant 
Human 
Resources 
Director 

Portage County  WI  streichera@co.portage.wi.us 

Felicia  Medina 
HR 
Director/Deputy 

Yuma County  Arizona 
felicia.medina@yumacounty.az.g
ov 



County 
Administrator 

Joyce  Roling 
Personnel 
Director 

Grant  WI  roling@co.grant.wi.gov 

Gene  Smith 
Administrative 
Coordinator 

Dunn County  WI  gsmith@co.dunn.wi.us 

Scott  Vargo 
Assistant 
County 
Manager 

Summit County 
Government 

CO  scottv@co.summit.co.us 

l  e  a  vf  pa  le@abc.com 

Marie  Waalkes 
Human 
Resources 
Director 

County of 
Ottawa 

Michigan  mwaalkes@miottawa.org 

Kerie  Anderka 
Human 
Resources 
Manager 

Rice County 
Minnesot
a 

kanderka@co.rice.mn.us 

Mel  Miles 
Personnel 
Director 

Davis County 
Government 

Utah  mmiles@daviscountyutah.gov 

Jim  Grieman 
Human 
Resources 
Manager 

Ramsey County 
Minnesot
a 

jim.grieman@co.ramsey.mn.us 

Gayla  Stofko  HR Director  Franklin County  Kansas  gstofko@mail.franklincoks.org 

Mary 
Ann 

Dotson 
Human 
Resources 
Director 

Glades County 
BOCC 

Florida  mdotson@myglades.com 

Tammie  Hechler 
Human 
Resources 
Director 

Grant 
Washingt
on 

thechler@co.grant.wa.us 

Lynnette  Running  HR Director  Moffat County  Colorado  lrunning@moffatcounty.net 

Lisa  Davidson  HR Director  York County Gov.  SC 
lisa.davidson@yorkcountygov.co
m 

Cricket  Long 
Benefits& 
Compensation 
Manager 

San Juan County  NM  crlong@sjcounty.net 

Diane  Burt 
Employee 
Benefits Clerk 

Cumberland 
New 
Jersey 

dianebu@co.cumberland.nj.us 

Holly  Hartley 
Hr Mgr  
Benefit/Compe
nsation 

Kent County  MI  holly.hartley@kentcountymi.gov 

Anne  Ayer 
Human 
Resources 
Director 

Dorchester 
County 

South 
Carolina 

aayer@dorchestercounty.net 

Jean  Ripa 
Human 
Resources 

Columbia County  Oregon  jean.ripa@co.columbia.or.us 



Director 

Jan  Sayer 
Human 
Resources 
Associate 

Story County  Iowa  jsayer@storycounty.com 

Joyce  McGehee 
Human 
Resources 
Director 

Lee County  NC  jmcgehee@leecountync.gov 

John  Aguirre 
Director of 
Human 
Resources 

Franklin County  PA  jaguirre@co.franklin.pa.us 

Paula  Nofsinger 
Director of 
Human 
Resources 

Frederick County  VA  pnofsing@co.frederick.va.us 

Mike  Simpson  Director of HR  Grafton County  NH  msimpson@co.grafton.nh.us 

Stephen 
Riddlebarge
r 

Director of 
Human 
Resources 

Rockingham 
County 

VA 
sriddlebarger@rockinghamcount
yva.gov 

Karen  Fraser 
Human 
Resources 
Director 

Walton County 
Board of 
Commissioners 

GA  kfraser@co.walton.ga.us 

Evelyn  Owens 
Payroll/HR 
Deputy 

Putnam County  Indiana  evelynweed@yahoo.com 

Debra  Champion 
Human 
Resources 
Manager 

Pickens Co.  GA 
dchampion@pickenscountyga.go
v 

Karen  Marchese  HR Director  Genesee County  NY  kmarchese@co.genesee.ny.us 

Argretta  Johen  HR Director  Vance County 
North 
Carolina 

areid@vancecounty.org 

Renee  Kirchner  HR Director  Chisago County 
Minnesot
a 

rlkirch@co.chisago.mn.us 

Jackie  Carlo  HR Director  Whitfield  GA  jcarlo@whitfieldcountyga.com 

Betty  Sessions 
Personnel 
Advisor 

Buffalo County  WI  betty.sessions@hotmail.com 

Rick  Watson 
Personnel 
Director 

Coweta County  Georgia  rwatson@coweta.ga.us 

Frank  Matel 
Employee 
Resources 
Director 

Marathon 
County 

WI  frank.matel@co.marathon.wi.us 

Marilyn  Leamer  HR Director  Saline County  KS  marilyn.leamer@saline.org 

Renae  Gall  HR Director  Burleigh County 
North 
Dakota 

rlgall@nd.gov 

Tim  Bilderback  HR Risk Analyst  Johnston  NC  tim.bilderback@johnstonnc.com 

Patty  Kroll  HR Director  Wyandotte  Kansas  pkroll@wycokck.org 



County 

Grover  McQueen  HRM  Marlboro  SC 
gmcqueen@marlborocountygov.
com 

Patsy  Cresswell  Director of HR  Pueblo County  CO  cresswell@co.pueblo.co.us 

Cynthia  Beck  County Clerk  Shawnee County  Kansas  cyndi.beck@snco.us 

 

Statistic  Value 

Total Responses  129 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