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ired of the bureaucratic hassles
Tin medicine today, a rising

number of recently retired
physicians, medical school graduates,
and doctors are turning to locum
tenens work. In this capacity, they
serve as substitute or temporary
physicians in shift work or jobs last-
ing several months. Positions are
plentiful, and the pay is comparable
to that of a full-time position. What's
more, the pay rates are rising, place-
ment experts say.

“Some of the most qualified physi-
cians | know are choosing to work
locum tenens,” says Kenneth Teufel,
MD, of New Braunfels, Texas. Teufel
is medical director for Interim
Healthcare Inc., a network of place-
ment services for physicians and
other health care professionals in
Fort Lauderdale, Fla. “The physicians
we hire today are committed to
hands-on patient care,” Teufel adds,
“but they also value their freedom.”

Travel and Leisure

The Latin term locum tenens means
“one holding a place.” Physicians
who work locum tenens generally are
new physicians interested in trying
out various treatment settings; older
physicians who want to reduce their
hours, or who want to travel and
practice at their leisure; physicians
tired of running their own practices;
physicians between permanent posi-

tions; and graduating residents. A
survey last year by Staff Care, a locum
tenens recruitment company in
Irving, Texas, found that 15% of all
physicians surveyed had worked in
temporary assignments at some point
in their careers, compared with just
4% in 1987. The survey was based on
the total number of physicians in the
employment databases of Staff Care
and its competitors compared with
the total number of physicians prac-
ticing, Staff Care officials say.

Many retired physicians do locum
tenens work to keep practicing a few
months a year without the hassles of
running an office. The AMA says the
number of semi-retired physicians
increased from 1.1% of all physicians
(5,908) in 1985, to 1.7% (13,585) in
1999. Inactive physicians—includ-
ing those who work part-time, are
semi-retired, and retired—increased
to 9.5% in 1999 from 7% in 1985,
the AMA says.

Moreover, an increasing number of
younger physicians are working tem-
porary assignments. “We are seeing
more younger physicians and resi-
dents become locum tenens,” says
Dustin Koger, vice president of oper-
ations at Staff Care. “It is not just for
older or retired physicians any more,
although physicians aged 45 to 60
still represent the largest group.” The
benefits of temporary work include
freedom from much of the paperwork

(Continued on page 8)



EDITORIAL

Who Should Judge the U.S. Health System?

he patients’ rights bill passed this summer by the U.S. Senate is a ridiculous

diversion of political energy, says Uwe E. Reinhardt, PhD, an expert on
health economics and professor at Princeton University. The bill diverts atten-
tion from the truly shocking problems of the U.S. health care system: the large
numbers of uninsured, the elderly who need drugs but can’t get them, and the
large numbers of medical errors, he says.

Michael Millenson, another health care expert and a consultant in Chicago
with the benefits consulting firm William M. Mercer Inc., in New York, believes
the problem of medical errors needs to be addressed immediately. He says that
“the biggest threat to life and limb comes from what happens to you once you
reach the doctor’s office and the hospital.”

In a World Health Organization report, the United States was ranked last in
overall health system performance among 17 industrialized nations. Yet
American patients praise their own doctors, foreigners flock to this country for
diagnosis and treatment, and foreign doctors come here for postgraduate training.

Why these sharp discrepancies in opinion about the U.S. health system? The
answer may be embodied in the word “responsiveness,” an important value in
the market-driven health care system in this country.

WHO recently introduced responsiveness as a new criterion to judge health
systems. WHO surveyed 1,791 “key informants” (or approximately 50 or more
experts in 35 countries). The informants evaluated their health systems based on
seven elements of responsiveness: dignity, autonomy, confidentiality, prompt
attention, quality of basic amenities, access to social support systems, and choice
of care providers. By the responsiveness criterion, the United States ranked first
among 35 industrialized nations.

In May, the Institute of Medicine said that the first rule for improving health
system quality is that “the health system should be responsive at all times (24
hours a day, every day).”

This focus on responsiveness is also evident in the recent name change of the
agency that runs Medicare and Medicaid. Formerly known as the Health Care
Financing Administration, in June it became the Centers for Medicare and
Medicaid Services (CMS), and promised to be more responsive to patients,
physicians, and hospitals administrators.

Being more responsive is a good start, but it shouldn’t hide the stark reality that
more needs to be done—reducing the high cost of care for the elderly, providing
greater access to care for the uninsured, reducing errors, and providing the latest
scientific evidence at the point of care.
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STRATEGY

Ignoring Compliance Issue Is Ill
Advised, Says Federal Attorney

ome physicians have recom-
s mended that doctors take no

action to comply with the
government’s reimbursement com-
pliance guidelines. But an attorney
who prosecutes these cases for the
government says ignoring the com-
pliance issue could lead to fines and
imprisonment for physicians who do
not comply.

Such recommendations are an
indication of how exasperated physi-
cians have become with the idea that
billing irregularities can lead to
penalties, fines, exclusions from fed-
eral health programs, and in some
cases a trial and prison time. But
ignoring the compliance guidelines
could leave physicians open to an
investigation, says Jim Bickett, an

pliance regulation in the United
States is currently too punitive, and
that many doctors would not follow
the guidelines anyway. The OIG’s
document, Compliance Program Guid-
ance for Individual and Small Group
Physician Practices, is available on the
Web at www.dhhs.gov/progorg/oig
under Compliance Tools.

Physicians are at risk in two dis-
tinct areas: criminal and civil infrac-
tions, Bickett says. In either case, the
financial penalties could be so severe
that physicians would be well advised
to consider carefully the potential
ramifications of ignoring the OIG’s
compliance guidelines.

“When it comes to compliance,
there are two separate tracks of con-
cern for physicians: the criminal

prisons that house mainstream crimi-
nals,” Bickett says.

Patterns of Conduct
“I've never seen a criminal case
where there was only one incident of
misconduct,”  Bickett  explains.
“Instead, it’s an extensive pattern of
billing for care that was not provided,
and paying or receiving kickbacks.
Criminal conduct would include a
doctor telling a billing manager to
bill $40 for a procedure, which he
knows should be billed for only $10,
because Medicare doesn’t pay
enough. That’s a conscious decision
to overbill, and it’s illegal.

“In civil enforcement, the govern-
ment will sue for treble damages; in
other words, the government will

Physicians complain that complying with the guidelines is difficult and
costly, but failing to do so can have serious consequences that out-
weigh the difficulty of implementing an effective compliance plan.

—Jim Bickett, U.S. Department of Justice

assistant U.S. Attorney with the fed-
eral Department of Justice. Bickett
prosecutes cases against physicians in
Akron, Ohio, and says that his views
do not represent the formal position
of the Justice Department.

Severe Penalties

The AMA’s House of Delegates voted
last year to recommend that physi-
cians nationwide ignore the Voluntary
Compliance Guidelines issued last fall
by the Office of Inspector General
(OIG) of the federal Department of
Health and Human Services. The del-
egates said that the guidelines are
cumbersome, that the nature of com-

track and the civil enforcement
track,” Bickett says. Criminal offens-
es involve breaking a federal law (or
possibly a state statute) and include
actions related to kickback viola-
tions and false claims being submit-
ted to a payer with the specific
intent to defraud.

If a judge or jury determines that a
physician is guilty of criminal acts,
the physician can be excluded from
Medicare and other government-
funded programs, such as Medicaid,
for five years. Also, the physician can
be fined, be required to make restitu-
tion, and “may be incarcerated—not
in executive prisons—but rather in

assess triple the amount of money that
was received improperly,” Bickett
continues.

“Of far greater concern to physi-
cians is the per-claim penalty, which
can be from $5,500 to $11,000 per
false claim submitted,” Bickett adds.
Even on the low end, a penalty of
$5,500 per false claim can add up
quickly, meaning the total in fines
easily could exceed a practice’s annu-
al revenue. In these instances, the
Justice Department may reduce the
amount of the penalties.

One hospital system billed 139,000
false claims for procedures related to
taking blood. “Do the math,” Bickett

(Continued on page 4)
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STRATEGY

(Continued from page 3)
says. “The penalty was more than the
hospital system had.”

Problems When Delegating

One area of particular concern to
physicians involves delegating com-
pliance tasks to staff who may be

unaware of the legal and financial
ramifications of errors. “When doc-
tors rely on untrained people to do
their billing and put pressure on
them, implied or otherwise, to maxi-
mize billing for everything the doctor
does, the result is a practice rife with

Physicians Fail To Get

the Government’s Message

M any physicians have ignored the government’s advice to draft and
install a reimbursement compliance plan, even though developing
a plan and putting it into action has few drawbacks, some experts say.

Having a compliance plan in place will help to protect a physician from
being investigated, says Jim Bickett, an assistant U.S. Attorney with the
federal Department of Justice. “I disagree with those who say having a
compliance plan in place is a bad idea,” Bickett says. “The very existence
of an effective compliance plan acts as a shield against charges of mis-
conduct. In my definition, a compliance plan provides for basic educa-
tion, training, and review of the billing system in a given practice.”

A compliance plan serves as a shield because it demonstrates that the
physician group is acting in good faith, Bickett says. “This not only counts
in court; it’s listed in the Justice Department internal guidelines to all
U.S. health care attorneys as something to be heavily weighed in deci-
sions on who to aggressively pursue for potential misconduct,” he says.

Also, implementing a compliance plan minimizes the problems for
which the physicians in a practice could be held accountable, Bickett con-
tinues. For example, if the group uncovers a compliance issue while it is
putting a plan in place, simply having the plan shows that the issue is being
addressed, he says. When a group can show that it has an operational com-
pliance plan, the group has significant protection, Bickett explains. “It’s
harder for the government to win a case then because the physicians can
show they have made an effort to comply with the guidelines. Juries under-
stand this, and tend to rule in the physicians’ favor,” he explains.

In fact, Bickett reports that no action has been taken against groups
with compliance programs in place. “Of all the physicians who have had
plans in place and returned monies that were inappropriately received
from payers in the last two years and that needed to be returned, none
were pursued after initial investigation,” Bickett says.

Putting a plan in place does have one serious drawback, Bickett con-
cedes. If a physician group uncovers misconduct while implementing a
plan and makes no effort to fix it, the physicians have then collected
money with the specific intent to defraud the government, he says.
“Suppose you have a compliance program and find a problem but say to
the office manager, ‘Bill it wrong anyway to increase our income,” with
full knowledge that you're defrauding the government.” Bickett explains.
“That’s another—potentially bigger—problem.”
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—DK

overbilling,” Bickett says.

While Bickett sympathizes with
the concerns of physicians, he says
that they miss the point of the legal
ramifications of actions that run
counter to existing law, and thus
severely underestimate their personal
risk. “When I've spoken at seminars
of private practitioners,” Bickett says,
“their first comment is always the
same: ‘I'm a doctor. I ought to be able
to practice medicine and treat
patients. This billing stuff is threat-
ening and doesn’t help the patient, so
why are you bothering us? ”

“I look them in the eye,” Bickett
continues, “and say: ‘If you're asking
for money, you have an obligation to
ask for money only for what you did. If
you buy a Volkswagen, you aren’t
billed for a Cadillac. So, if you are
going to treat patients and bill the fed-
eral government for the care you pro-
vided, you have to set up a system to
ensure you're following the rules and
provide proper training to your staff.”

Bitter Complaints

While physicians complain that
complying with the guidelines is too
cumbersome, failing to do so can
have serious consequences that out-
weigh the difficulty of implementing
an effective compliance plan, says
Bickett. In fact, the cost-to-risk ratio
does not favor the physician who fails
to comply. Physicians regularly say
that complying is too difficult, cum-
bersome, costly, or unproductive,
Bickett says. “My response is: ‘If you
don’t comply, you run the risk of
inappropriate billing and the results
thereof,” ” he explains.

Charles E. Colitre, who oversaw
Medicare fraud investigations while
serving for 14 years as a senior super-
visory agent for the FBI in northeast-
ern Ohio, agrees that physicians are
wrong if they believe a compliance
program is too expensive. “Particularly
in a group practice, a compliance pro-
gram is likely to cost far less than what
it would cost if the government comes



after you for illegal conduct,” Colitre
says. “Just the legal and accounting
fees alone will exceed the cost of a
compliance program.”

Acquiring Targets

The process of identifying targets to
investigate is much easier today than
it was years ago, Bickett says, because
information systems have dramati-
cally improved the government’s
ability to find billing irregularities.

“In the past, if we wanted to see if
a practice had a pattern of inappro-
priate billing, we had to hand manip-
ulate data,” Bickett explains. “Now, I
call a carrier and say, ‘[ want to see
these codes and these claims on this
practice, and | want to see how they
compare with those of the practice’s
peers.” Boom, it’s done. It is easy for
us to determine who has the poten-
tial for aberrant billing, and thus who
we may want to investigate.”

Bickett’s office is handling about
double the number of cases it handled
in the past as a result of improved effi-
ciencies brought on in part by the use
of information systems. This factor
alone increases the risk of audit. But
another factor that is contributing to
the increase in numbers has to do with
the trend for physician consolidation.
“The number of physicians affected by
an investigation is higher today
because doctors are consolidating
their practices, often with 20 or more
physicians in one group,” Bickett says.
Thus, consolidation among physicians
has significantly increased the total
number of physicians being audited,
Bickett adds.

Physicians who hold on to the
simple belief that they will not be
audited are taking a larger risk today
than they would have years ago.
Moreover, the government is con-
cluding its actions against several
major hospital systems, and it is
looking more closely at group prac-
tices, Bickett says. In other words,
the chances of being audited have
grown significantly, putting more

Past as Prologue:
The Future of Compliance

hysicians concerned about reimbursement compliance may benefit

from looking to the past for possible predictions of what could hap-
pen in the future, says Jim Bickett, an assistant U.S. Attorney with the
federal Department of Justice.

In the mid-1990s, the federal Department of Health and Human
Services (DHHS) was concerned about reimbursement fraud among
some U.S. hospitals. In 1994, the government issued guidelines for hos-
pitals seeking reimbursement for health expenses under the federal
Medicare and federal-state Medicaid programs. At the same time, fraud
investigators from DHHS and the federal Department of Justice con-
ducted extensive and intensive audits of the reimbursement practices of
dozens of U.S. hospitals. During that time, the government brought a
number of civil and criminal cases.

By 1998, most hospitals had effective compliance plans in place. One
factor contributing to hospitals achieving compliance may have been
the high level of sophistication of hospital management, Bickett says.
Unfortunately, physician offices have less experienced staff, which
means that it may take physician groups longer to comply, he adds.

“I anticipate that the experiences with compliance issues that physi-
cians have will be similar to the experience hospitals had,” Bickett
explains. “In other words, there will be criminal prosecutions for kick-
backs, damages and penalties paid, and exclusions from federally funded
programs. Then doctors will start to read newsletters, go to seminars, and
address the issue. But there will always be those who will get the message
and ignore it, and there will always be some who will take the risk regard-
less of the consequences.”

Physician groups that make an effort to comply, however, will find the
government unlikely to pursue an investigation. “For the government to
pursue those who are making a good-faith effort at compliance makes no
sense, and it sends the wrong message,” Bickett says. “It’s important from
a program perspective to send the right message. If physicians are trying
to comply and are repaying what was incorrectly received, those efforts
need to be recognized and rewarded. The physicians who are working
hard will not be targets. Not only would it not be fruitful, but also peo-
ple should not be punished for doing the right thing.”

Charles E. Colitre, a former senior supervisory agent for the FBI, who
has overseen Medicare fraud investigations, agrees that physicians need
to make an effort to comply. “The federal guidelines may be voluntary,
but the laws they are based on are not,” says Colitre, a consultant with
Med-Management Group, in Akron, Ohio. “Physicians may choose to
ignore the guidelines, but they do so at their own risk.”

—DK

physicians at risk if they ignore the
OIG’s recommendations.
—Reported and written by David Kettlewell,

in Cleveland. More information on physician
practice strategies is available on our Web site

(see page 16).
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PRACTICE MANAGEMENT

Developing a Group Practice

By John W. McDaniel

any physicians today are
seeking to start or build
group practices, and it is

important for them to understand the
many factors that can help them to
succeed in this endeavor. In a past
issue, we discussed the feasibility and
development phases of starting or
building a group practice. In this
issue, we continue discussing practice
development and address implemen-
tation issues as well.

One of the first operational issues to
address in developing a group practice
is to identify the physicians or execu-
tives who will be members of the man-
agement team. For this task, group
members should seek candidates who
have the experience, education, and
personal skill to lead effectively.

Legal Issues

After members of the management
team have been selected, one of the
first issues the team must address is
the legal structure the practice will
use. Will it be a sole proprietorship
(not likely, if there is more than one
physician), a partnership, or a corpo-
ration? For this task, the team is best
advised to retain an attorney to help
form the partnership or corporation
and to help the new group with
physician contracts, office equipment
leases, collections questions, repre-
sentation in hospital matters, and
employment issues.

John W. McDaniel is president and
CEO of Physician Management Group
Inc., physician practice improvement
advisers, in New Orleans. For a copy of
a checklist related to starting a group
practice, readers may contact McDaniel
by phone at 800/764-2633 or by e-mail
at pmgcode@eatel.net. More informa-
tion on practice management is available
on our Web site (see page 16).
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Once the management team is in
place and the physicians have settled
on a legal structure, the physicians
should review call and coverage issues
by analyzing the existing call groups
and establishing new ones if needed.

Early in the development process, a
new group also needs to address issues
related to office space and design by
reviewing existing leases and current
practice sites. A real estate agent may
be able to assist the group in selecting
the best location for the practice, but
the group also may need the expertise
of a physician practice consultant in
order to evaluate the needs of the mar-
ket involved. To do so, the physicians

the physical needs of the group, they
should review the capability of the
security system of the existing or new
building and contact system vendors
for information or for bids on
installing a new system, if necessary.

When considering new office
space, physicians should also pay par-
ticular attention to ensure that the
office is designed so that patient flow
is optimized.

System Requirements

Every group today needs an effective
and efficient medical management
system. Therefore, the physicians
should review existing systems and

One of the first issues for the management
team to address is the type of legal struc-
ture the practice will use. Will it be a part-
nership or a corporation?

or a consultant should collect demo-
graphic information on the areas
under consideration. They should also
analyze competitors in the region by
evaluating how the competitors are
serving the market. In this way, the
physicians can identify potential
opportunities for providing new or
enhanced services in that market.
Determining whether it would be
better to build a new building or to
lease office space is another decision
that many new groups must make. If
the group decides to build a new
office, the management team will
need to get preliminary plans, draft
construction documents, negotiate
construction contracts, and supervise
the contractor. If the group decides to
lease space, the group members
should be thoroughly familiar with
the type of lease and the requirements
of the leaseholder. While reviewing

contracts to determine whether it is
better to upgrade the current hard-
ware and software or whether buying
or leasing a new system makes the
best business sense. Any new system
must be able to help the group com-
ply with the new requirements under
the Health Insurance Portability and
Accountability Act (HIPAA) of
1996. Also, the group will want to
ensure that a new system can help
speed billing and payment.

If the physicians decide to buy or
lease an information system, they may
want to consider a system that is capa-
ble of storing medical records elec-
tronically. In the past, many physician
groups had electronic systems for
billing and kept paper files on all
patients. Today, however, patient
medical record systems are being used
for billing purposes. Therefore, physi-
cian groups should carefully consider



An office manager may be able to help with personnel issues such
as job descriptions, benefits, procedures, and hiring.

getting one system to do both. To do
so, physicians will need to determine
which format they will use and obtain
samples from vendors. Also, the
physicians should determine whether
they will need dictation machines
because some medical records systems
eliminate or minimize the need for
such equipment.

In any case, physicians will want
to develop policies and procedures
for patient record maintenance and
for billing and collections before
soliciting price and performance
information from vendors. Also,
physicians should consider what
other office equipment the group
will need (such as a copier) because
many pieces of ancillary office equip-
ment can be linked to compatible
office equipment.

Determining a group’s hardware
and software needs in order to
enhance practice efficiency is a com-
plex and arduous process. In fact, the
physicians may want to consider hir-
ing an adviser. As medical office sys-
tems become more sophisticated,
they are being used in so many func-
tions that most physicians need
advice when considering patient
records and billing systems and when
designing a financial reporting system
and appropriate software. The physi-
cians and their consultant or accoun-
tant will want to design an income
statement and balance sheet, develop
procedures for tracking managed care
and capitation contracts, and create
appropriate accounting systems for
payroll and accounts payable. Also,
the physicians will need to establish
new bank accounts.

The accountant also will develop a
chart of accounts, accounts payable
procedures, and a fee schedule. He or
she will prepare an operating budget,
income and cash-flow projections,
and a first-year estimate that includes

percentages for collections, over-
head, and the approximate number
of projected patient visits, gross
billings, and expenses. The accoun-
tant also will address banking issues,
such as the types of accounts that will

be needed.

Policies and Procedures

Once the required systems are chosen
or in place, the group should consider
hiring an office manager to help com-
plete many of the steps that will fol-
low. The office manager can do a
staffing assessment, develop a staffing
plan and salary projections, and cre-
ate a new organization chart. Also,
the manager may be able to help the
group with such personnel issues as
job descriptions, benefits, personnel
policies and procedures, and advertis-
ing for and interviewing applicants.
The office manager can help the
group find best-practice policies and
procedures and meet these as closely
as possible. The office manager also
can get copies of federal and state reg-
ulations relative to employment law.

At this point, the group should
determine the licenses, permits, and
registrations it will be required to
obtain and other administrative
duties it must complete. For example,
the group will need occupational
licenses from the city and county, and
it will need to inform the state med-
ical licensing board of its new address.
The group also will need to determine
state requirements relative to nar-
cotics licensing and determine which
requirements under CLIA it will need
to meet and submit an application, if
necessary. Also, the group will need
to apply for federal and state employ-
er identification numbers.

Each physician member of the
group also will need a provider num-
ber and credentialing applications for
affiliated hospitals and health plans.

The group will need to apply to the
federal Centers for Medicare and
Medicaid Services in Bethesda, Md.,
for provider applications.

In addition to personnel policies,
the group will need clinical proce-
dures and a fee schedule for each ser-
vice it will offer.

Ancillary Services

While developing policies and proce-
dures, the group must consider issues
related to insurance. The office man-
ager and accountant can assist the
group in choosing an insurance bro-
ker and review policies for general
and professional liability, for general
and business insurance, and for ser-
vice contracts and vendors.

The group also may need vendors
for general office services, such as
waste management (regular and bio-
hazardous), janitorial and pest con-
trol services, landscape mainte-
nance, telephone answering, tran-
scription, and laundry. It is also
important to consider marketing ser-
vices at this time.

Completion

Upon the completion of the feasibil-
ity and development phases, the
practice should set forth a reasonable
and achievable implementation
timetable. Indeed, many of the activ-
ities in the development phase of this
process will take time for physicians
to consider both individually and
collectively.

Still to be resolved are some of the
major issues in the implementation
phase, including a physician and
executive compensation plan, and a
retirement plan.

While the rewards of group practice
can be extraordinary, careful attention
to detail and extreme due diligence in
the early practice development stages
are crucial to later success. H
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Experts Say: Examine
the Locum Tenens Contract

hysicians interested in locum tenens work should examine any contract
carefully before signing with either a recruiting firm or the place of
work, experts say. Any contract must address the following points:
Payment terms. If possible, physicians should have the practice pay
them directly, rather than funneling payment through the placement

company.

Travel and lodging expenses. Temporary physicians should not have to
pay out-of-pocket for travel or lodging expenses. If they do pay these
costs out of pocket, the temporary agency or hiring practice should reim-

burse them for these costs in full.

An out clause. Such a clause would allow a physician to leave a prac-

tice within the first two weeks without any financial penalty.

Malpractice insurance. This coverage should be supplied by the locum

tenens company or the practice. Physicians should secure proof of mal-

practice coverage before beginning an assignment.

Before starting a long-term assignment of two months or longer, a physi-
cian should spend one or two weeks with the practice to test compatibility.

(Continued from page 1)

and regulatory and financial hassles
that come with practicing medicine
today, he adds.

“I didn’t like having to worry about
the paperwork, whether the roof was
leaking, or whether somebody need-
ed to be fired,” says Michael Crane,
MD, of Round Rock, Texas. Crane
had run a pediatric practice in Dallas
and later in Duncanville and found
himself increasingly irritated at the
amount of time he needed to spend
running the business. He sold his
Duncanville practice in 1997, and
now fills in for pediatricians all over
Texas, plus works a weekend shift in
the emergency room at Children’s
Medical Center of Dallas.

Locum tenens physicians are hired
for a variety of purposes. Many group
practices ask locum tenens placement
firms to fill temporary voids when
regular physicians are away for vaca-
tions, medical conferences, or train-
ing sessions. Others hire temporary
physicians to add to their staff during
a busy time of year, such as flu season.

Children’s Medical Center of
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Dallas relies on temporary physicians
to supplement its in-house staff in
the emergency department, the
busiest in the nation for a children’s
hospital, says Brett Giroir, MD, the
center’s chief medical officer.

“These are physicians we know
well because many did their residen-
cies here,” Giroir explains. “There is
a great shortage of pediatric subspe-
cialists, and having those who will
work part-time is an important addi-
tion to the staff.”

Pamela McKemie, senior vice presi-
dent of LocumTenens.com, a physician
recruitment agency in Alpharetta, Ga.,
that maintains an Internet-based job
placement service, says the locum
tenens industry was started about 20
years ago as a way to provide replace-
ments for vacationing physicians. It
has since become a way for medical
facilities to fill open spaces until the
positions are filled permanently, she
says. “The hospitals and practices we
contract with are looking for physi-
cians who can bring continuity back
into the group while they are recruit-

ing,” she says.

Graduating residents are more
often turning to locum tenens firms to
fill their needs until they find the
right practice opportunity. On aver-
age, it takes a graduating resident
three to six months, and in some
cases up to one year, to secure a posi-
tion in a permanent practice setting,
says Frank Phillips, senior vice presi-
dent of Weatherby Locums Inc., a
division of Weatherby Health Care, a
physician recruiting firm in Fort
Lauderdale, Fla. “Locum tenens
opportunities allow recent graduates
to generate income while they are
searching for the right permanent
opportunity,” he says.

Some physicians who are ready to
retire but want to supplement their
retirement income and remain pro-
fessionally active are turning to locum
tenens work. “One overriding benefit
is that it gives physicians the freedom
and flexibility to practice medicine
where they want and when they
want, without practice hassles or
HMO regulations,” says Phillips.

A Market-Driven Need

The concept behind locum tenens
work is that it allows physicians to
practice medicine full- or part-time,
while controlling where, when, and
how they work, McKemie says. “It’s
also very attractive to new physi-
cians, or physicians who are looking
to get out of their current situations,”
she says. “It helps them determine
what kind of setting and geographic
location they want to be in.”

Also, a physician in a temporary
assignment gets a chance to try out a
facility before deciding whether to
accept full-time work there if it is
offered. In fact, the most popular type
of temporary physician arrangement
is the one that is used to fill new per-
manent jobs until permanent physi-
cians for those positions are chosen,
says the AMA.

Some physician staffing firms offer
specialized programs in which they

(Continued on page 9)



(Continued from page 8)

recruit physicians to serve in tempo-
rary assignments as a way for the tem-
porary physicians to try out for perma-
nent job openings. The try-before-
you-hire model is one reason the use of
temporary physicians is growing
among hospitals and physicians, says
Gil Johnson, president of the National
Association of Physician Recruiters.
He is also the founder and president of
Gil Johnson and Associates, a staffing
firm in Monroe, La.

Locum tenens positions can last any-
where from two shifts to six months,
but usually average about three
months, McKemie explains. Compen-
sation varies, depending on specialty
and location of practice, but is rough-
ly equivalent to what a physician
might earn in other practice situa-
tions, between $400 and $1,200 per
day, placement experts say. Typically,
physicians work as independent con-
tractors and are paid a per-diem rate.

Rising Rates

CompHealth, a company that special-
izes in temporary placements, reported
recently that the rate of pay for locum
tenens specialists has increased about
30% a year. CompHealth, in Salt
Lake City, is a placement agency for
physicians and runs a program called
the Trial Practice Option in which
some of its placements are candidates
for permanent positions. Day rates
paid to physicians rose about 30% in
2000 for cardiologists, who currently
earn $600 and $900 a day, gastroen-
terologists ($600 to $700 a day), and
radiologists ($900 to $1,200 a day),
says Don DeCamp, president of
CompHealth. The rate for anesthesi-
ologists rose 20% between 2000 and
2001 ($650 to $800 a day).

The demand for temporary prima-

ry care physicians has not kept pace
with the increasing demand for spe-
cialists, however, says Don Robb,
vice president for primary care at
Staff Care. Day rates for PCPs have
been fairly stable at about $400 for
the past two years, primarily because
the use of the gatekeeper model in
many managed care plans has been
restricted over the last several years,
reducing the number of patients who
need to visit a PCP to get referred to
a specialist. The market for PCPs will
strengthen over the next two or three
years, mainly because the population
is aging, raising the number of office
visits in nearly all fields and because
many physicians are seeking to retire
early, Robb says.

While opportunities abound for
physicians seeking temporary work,
physicians should be careful how
they choose the placement company
that helps them find that work.
Physicians should consider the fol-
lowing factors when choosing a
placement firm, Phillips says.

The firm should have an extensive
database of practice opportunities
and a high placement rate, around
80%. Also the firm should meet the
physician’s personal and professional
needs, such as a need to stay within a
specific geographical area.

In addition, physicians should
rescarch  the truthfulness and
dependability of the firm’s promises,
such as what expenses are covered by
the firm, and the timeliness of com-
pensation. “The best method of
investigation is to ask the firm to sup-
ply references from both physicians
and clients,” Phillips says. “Once the
firm has secured a practice opportu-
nity for the physician, representatives

of the firm should be available by

COVER STORY

telephone throughout the period of
placement to answer any questions or
address any issues and concerns the
physician may have.”

It also is important to be aware of
the malpractice insurance policies
the locum tenens firm offers, Phillips
explains, and to discuss the type of
policy and its limits.

Location, Location
In a survey it did last year of 8,000
physicians seeking temporary job
placement, LocumTenens.com found
that one important criterion for these
physicians was location of the assign-
ment (60% rated it one of their top
concerns). Other criteria included
salary or compensation (46% said it
was a top concern), benefits (28%),
practice description (45%), duration
of the assignment (36%), whether
travel or interview expenses would be
paid (45%), and housing (31%).
Physicians who proceed cautiously
about choosing a temporary assign-
ment report a high level of profes-
sional satisfaction, Phillips says,

based on statements made to
Weatherby by physicians the compa-
ny has placed.

But one of the most important
benefits for many physicians is the
flexibility temp work allows. “You
have more down time when you
work locum tenens,” says Don
Lovering, MD, an Austin, Texas,
family practitioner who has taken
temporary jobs off and on since 1985.
“It gives me time for other interests,
and I work enough so that I'm not
living from paycheck to paycheck.”
—Reported and written by Martin Sipkoff, in
Gettysburg, Pa. More information on physi-
cian career options is available on our Web site

(see page 16).

“l didn’t like having to worry about the paperwork, whether the roof
was leaking, or whether somebody needed to be fired.”
—NMichael Crane, MD, Round Rock, Texas
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Direct Contracts Offer Alternatives
to Adversarial HMO Agreements

By Howard “A.J.” Lester

liminating the middleman is a
very old business idea, afford-
ing the buyer and seller direct
access to each other, without the
usual costs, interference, or ulterior
motives of an intermediary. Yet,
when it comes to managed care,
commercial HMOs, PPOs, and insur-
ers control most of how doctors and
employers do business together.
Managed care middlemen first dan-
gle huge memberships in front of
physicians, and then pull out the
adversarial contracts that contain
reduced reimbursement rates and
many practice restrictions. Physicians
often have little choice but to sign.
Meanwhile, managed health plans
offer huge physician networks to
employers, saying that participating
in these networks is the best way to
achieve savings and allow access to
care for employees and their families.

Seeking Lower Costs

Benefits executives and physicians
are starting to take a closer look at
cutting out the middleman and
doing business directly with each
other. For physicians, direct con-
tracting represents the chance to
regain control over their practices.
For employers deeply concerned
about rising health costs, direct con-
tracting rtepresents the chance to
regain control over health plan

Howard “A.J.” Lester is president and
founder of A.]. Lester & Associates Inc.,
health care benefits consultants in
Houston. Readers may contact Lester by
phone at 713/270-4277 or by e-mail at
ajlester@directmanagedcare.com. More
information on physician practice strategies
is available on our Web site (see page 16).
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expenditures and improve employee
satisfaction.

Direct contracting offers many dis-
tinct advantages. Direct agreements
are generally short, readable, and pro-
tect both parties’ interests, and they
fully disclose all financial and contrac-
tual terms to both parties. What’s
more, direct agreements compensate
physicians fairly without compromis-
ing potential savings for employers.
Reimbursements can be based on
reduced fixed fees or simple discounted

the conflicting needs of various
employers, thereby creating inconsis-
tencies and service problems.

Under conventional managed care
agreements, health plans include
some cost-containment and strict
administrative requirements. To con-
tain costs, commercial networks use
restrictive contract requirements to
micromanage the delivery of medical
care. Direct agreements generally
have fewer limitations on what doc-
tors can and cannot do, as long as

Many benefits executives and physicians
are seeking to do business directly with

each other.

fee arrangements. Since there is no fee
to pay a middleman and no fees for
monthly network access, overall costs
are typically lower than what commer-
cial networks offer. Therefore, direct
contracts typically have lower admin-
istrative costs and reduced claims
expenditures, and provide higher
physician reimbursement rates than
are offered in managed care networks.

Gaining Leverage

By contracting directly with a net-
work and controlling the health
plan, employers can more effectively
steer employees and family members
to network providers. Direct net-
works are designed to meet specific
employer needs in designated loca-
tions. Therefore, physicians and
providers can anticipate prospective
patient volume more accurately and
can count on the employer’s support.
Conversely, managed care companies
build networks first and then try to fit
employers into them, disregarding

they use sound medical judgment,
meaning there is less second guessing
of physicians’ treatment decisions.
For employers and physicians operat-
ing under direct contracts, the goal is
always optimum patient health.

Since direct contracts typically are
based on simple and self-funded plan
designs, they contain fewer rules,
restrictions, and filing requirements
than the conventional contracts of
HMOs and PPOs. Therefore, the
physicians’ office staff do not waste
time determining what treatments
and procedures are covered and
whom to call when problems arise.
Direct access to employers usually
facilitates problem resolution and
helps to establish a productive work-
ing relationship between the physi-
cians and the employers.

Physicians considering contract-
ing directly with employers should
begin by reviewing all of their cur-
rent managed care contracts and
decide which ones are financially or



administratively disadvantageous.
The willingness to cancel, or not
renew, detrimental contracts is an
important impetus, especially when
the self-insured employers represent-
ed under those contracts can be
approached directly.

Contract Review

So many different agreements are
used that each party to a direct con-
tract should carefully review the spe-
cific terms. Some agreements have
restrictive convenants that may pro-
hibit a physician from contracting
with employers nor are existing
clients of an MCO. Other agree-
ments may prohibit contracting with
any local employers or even solicit-
ing employer business. Some agree-
ments may prohibit employers from
contracting with other physician
groups. Neither employers nor physi-
cians should sign restrictive agree-
ments of any kind.

Also, physicians should consider as
prospects local self-insured employers
that offer managed care benefits, but
are dissatisfied with the service or
have little or no access to physician
networks. Employers generally wel-
come establishing direct agreements
with physicians, especially when
doing so would help solve service or
access problems. Also, direct con-
tracts may allow employers to offer
coverage to employees who other-
wise might not have it.

It is impractical to replace all exist-
ing managed care agreements with
direct contracts. Well-run commer-
cial networks that offer reasonable
physician contracts, reimbursements,
and service, while providing employ-
ers with adequate savings and service,
should be retained. But direct con-
tracting should always be considered
as a replacement for and an alterna-
tive to agreements that are not serv-
ing the physicians’ best financial or
professional interests.

Any physician or physician group
that pursues direct contracting is likely

to find resistance from managed health
plans, such as commercial HMOs and
PPOs. Most insurers and managed care
middlemen are too busy to pay much
attention to direct agreements but
those that do notice will tend to oppose
such ventures and resist them.
Resistance may take a number of forms.

appear to be a conflict of interest
with other managed care arrange-
ments. Insurers, HMQOs, and PPOs
may be contacting the same employ-
ers as potential clients that the
provider is contacting. It’s always
preferable for the employer to initiate
direct contracting through a compa-

Direct agreements generally have fewer
limitations on what doctors can do as long
as they use sound medical judgment.

Insurers, for example, may refuse to
process claims for any networks outside
their own or may impose heavy fees for
loading, maintaining, and adjudicating
claims from direct contracts.

What To Expect

Since commercial managed care
agreements are written to protect the
interests of HMOs and other man-
aged care plans, they may include
clauses that prohibit physicians from
contracting directly with employers.
Physicians should never sign an
agreement containing such a clause,
or else they should negotiate the
clause out. The employer’s HMO or
PPO agreement also likely prohibits
direct contracting with physicians
contracted to the HMO or PPO,
even after the agreement is terminat-
ed. Employers should be discouraged
from signing such agreements as well.
Employers and physicians always
should retain the right to contract
directly with each other, regardless of
other arrangements in place. If such
contract restrictions are in place,
however, physicians and employers
will have to wait until the contracts
expire or seek to revise them.

Other than contractual restric-
tions, there’s no reason why a physi-
cian, group practice, or IPA should
not approach local employers with
the offer of a direct contract. From a
practical standpoint, however, con-
tacting employers directly may

ny representative or experienced
direct network consultant.

By showing that they are willing to
contract directly with employers, even
for a few employees, physicians send a
message that they want to maintain
control of their own interests while
helping to serve the needs of business-
es. The decision to contract should
not be based solely on potential
patient revenue, but should focus on
whether the concept of direct con-
tracting makes good business sense.

The revenue may not be signifi-
cant at first if only a few employees
are involved, but there’s virtually no
downside to a direct agreement
either. Even in captive patient mar-
kets in which doctors get the
patients with or without managed
care, the only way employers can
offer employees managed care bene-
fits is through a network of contract-
ed physicians. For doctors who dis-
dain commercial managed care, the
direct agreement guarantees that the
employer will not have to turn to a
commercial network to gain man-
aged care access for employees.

Contract Terms

While it’s impractical to outline here
all the necessary contractual terms,
physicians should look first and fore-
most for balance and mutually bene-
ficial financial terms in the agree-
ment. The best direct contracts are
short (five pages or less), concise, and

(Continued on page 12)
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Eliminating the middleman
requires employers and physi-
cians to pursue each other as
business partners.

(Continued from page 11)

establish a strong working partnership between the par-
ties. They clearly acknowledge the health of the patient as
the ultimate concern of both the employer and physician.
A direct “win-win” agreement provides written assurance
of the reimbursement, timeframe for payment, and exact
terms for the provision of plan benefits and processing of
provider claims.

Sometimes, a local employer may express interest in a
direct agreement, yet decisions on such matters may be
made at a corporate benefits department located elsewhere.
Many employers assume that if an MCO does not already
have networks in certain areas, none are available. Where
networks are available, the employer may be oblivious to
physician dissatisfaction with these networks and their sub-
sequent receptiveness to direct contracting. Most corporate
benefits executives have no experience with direct con-
tracting and may be unaware that direct contracting is a
viable alternative.

HMO:s, PPOs, and insurers wield an enormous influ-
ence over their employer clients and physician networks.
Eliminating the middleman to gain the advantages of
direct contracting requires employers and physicians to
pursue each other actively as business partners.

Becoming Aware

Direct contracting is a little known and often misunder-
stood area of opportunity for most physicians. The fact is
that commercial HMOs and PPOs are not the only way
that physicians can gain access to employers, especially
when direct agreements with community employers can be
negotiated reasonably, at fair terms, and with a great like-
lihood of a stable and advantageous relationship.

With so many MCO contracts in place, middlemen
may always be a big part of the commercial managed care
picture. But by remaining receptive to direct contracting,
being willing to replace disadvantageous middleman
agreements with direct contracts, and supporting and
encouraging local employers to contract directly, physi-
cians can do much to balance their managed care involve-
ment and control their destinies. This opportunity will
grow as more employers realize that contracting with
HMO:s, PPOs, and other conventional insurers is not the
only way to provide managed care access, especially when
so many physicians will readily do business under mutual-
ly beneficial direct agreements. l



Book Offers Instruction, Advice
for Expert Trial Witnesses

Steven Babitsky is an
attorney in Falmouth,
Mass. He graduated
from Boston College Law
School in 1972, and
practiced personal injury
law until 1992, focusing on issues sur-

rounding personal injury, workers’ com-
pensation, Social Security, and disabilities.
As a trial lawyer, Babitsky was involved in
medical and legal issues. In 1980, he start-
ed the National Organization of Social
Security Claimants Representatives, and
founded Seak Inc., a company in
Falmouth that provides education on med-
ical-legal issues through seminars, distance
learning programs, wvideos, publications,
and other resources. In this interview, he
discussed his book for physicians who serve
or seek to serve as expert witnesses, The
Comprehensive Forensic  Services
Manual: The Essential Resource for All
Experts (Seak Inc., 2000), with Richard
L. Reece, MD, editor-in-chief.

a Why did you write your book on

| forensic services?
A.The book’s other co-authors,

m James Mangraviti Jr., and
Christopher ]. Todd, and I are attor-
neys. After providing resources for
physicians and other experts in prepa-
ration for trials, we realized that a
comprehensive text on medical-legal
testifying for physicians did not exist.
To satisfy that need, we created a book
that allows physicians to understand
most, if not all, of the aspects of being
a medical-legal witness or an expert in
court. The book, which was published
in 2000, has become a leading book
on forensic medicine and is being
incorporated as a textbook at some
colleges.

m What topics do you cover in the

m book?
A m The book covers all aspects of

m forensic medicine for physi-
cians: why they become involved in
lawsuits, what happens during the
discovery phase of a suit, what to
expect when testifying in a deposi-
tion, what to expect during a trial,
how to connect with a jury, and how
to present evidence. It also discusses
how to become qualified as an
expert, curriculum vitaes, how to
express opinions, how to deal with
questions on methodology, and how
to write and defend an expert report.
Liability, marketing, fees, billing and
collections, and other practical areas
are covered as well.

Although the book can be used by
physicians who are being sued
(because they will be witnesses in
their own cases), it is mainly
designed for physicians who are serv-
ing as expert witnesses in other cases,
are writing reports on medical cases
at the request of attorneys, or are
being deposed.

m What is the scope of the medical
Q W expert witness “industry”?
A m At least 50,000 physicians

mregularly testify in court.
Many others are involved in the
medical-legal arena because they are
answering subpoenas or writing
reports. Most physicians in the
United States will be called on at

some point to testify or to otherwise
be involved in a medical-legal case.

m How can a physician become a
m medical expert?

A.Most, if not all, physicians
m qualify as expert witnesses
based on their education, training,
and experience. In order to testify
about a particular specialty, the physi-
cian must be an expert in that spe-
cialty. For example, a family practi-
tioner probably would not be allowed
to testify about brain surgery unless he
or she could prove some expertise in
surgery. Many courts have become
more vigilant regarding who will be
allowed to testify as an expert and do
not permit physicians to testify out-
side of their area of specialty.
Physicians who wish to serve as
expert witnesses should notify local
personal injury attorneys that they are
available to serve in this capacity. As
in all marketing efforts, word of
mouth is helpful. Some experts put
small announcements in medical-
legal journals or in trial magazines;
others list themselves in directories.
For example, the “Seak National
Directory of Medical Experts” is avail-
able at www.seakmedexperts.com.

Q m Do some specialties have more

W expert witnesses than others?
A m Certain specialties tend to
H require more physician expert
witness activity, such as obstetrics,
orthopedic surgery, forensic psychia-
(Continued on page 14)

At least 50,000 physicians testify in court
regularly, and most physicians will be called
at some point to testify or to be involved in

a medical-legal case.
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try, occupational medicine, pain
management, and physical medicine
and rehabilitation. This makes sense,
given the nature of the conditions
these physicians must address.

m Avre there ethical issues involved
Q H in serving as a medical expert?
A m Many physicians and others

m involved in medicine feel that
a physician testifying in court is act-
ing unethically, in a sense, serving as
a hired gun. Nothing could be further

cian might receive $250 per hour,
while an orthopedic surgeon might
receive $500 per hour. Fees also vary
by geographical area: Experts in rural
areas charge less than experts in an
urban area, such as New York or Los
Angeles.

m Have physicians made being an
Q W expert witness a full-time career?
A.Some physicians, when they

m reach age 50 or older, decide
they no longer want to practice med-

“We surveyed 266 medical experts across
a broad range of specialties and found that
the average testifying fee per hour was
$535. This fee varies across specialties

in a given geographic area.”

from the truth. In fact, the AMA rec-
ognizes that doctors should testify on
behalf of patients when asked to do
s0. Most doctors who testify in court
are highly concerned with doing an
ethical job, but many do not under-
stand the law or the legal and ethical
requirements involved. They need to
develop such an understanding.
When doctors act ethically and com-
ply with legal regulations by testify-
ing in court, they are doing a service
to the community and to their pro-
fession. In fact, they have a legal and
moral obligation to do so.

m What is the reimbursement for
Q m medical experts?
A m For the book, we surveyed 266

m medical experts across a broad
range of specialties and found that
the average testifying fee per hour
was $535. This fee varies across spe-
cialties in a given geographic area.
For example, a primary care physi-

icine and may begin to ease them-
selves out of active practice. During
this period, they may begin to devel-
op or expand their medical-legal
practice. Instead of spending 10% of
their time on medical-legal work and
90% on treating patients, they may
stop practicing or practice only 10%
of the time and spend 40% or 50% of
their time on medical-legal work.
Some doctors have completely
retired and work half-time or less
time doing medical-legal work, but
they are the exceptions.

Q.Does Seak offer seminars for

m medical-legal witnesses?
A m Yes. Among the many courses

m we offer that focus on medical-
legal issues is a seminar on how to be
an effective independent medical
examiner. It includes roles and
responsibilities, compensation, effec-
tive report writing, and marketing an
independent medical examiner prac-

tice. Another seminar focuses on how
to be an effective medical witness,
including how to qualify, key medical
and legal terms to know, an overview
of the civil litigation process, how to
testify at depositions, preparing for
trick questions, ethics, marketing,
and compensation. We also host sum-
mits and offer training that we cus-
tomize for medical societies, such as
the training we did for the American
Academy of Pain Medicine.
Q.How are your seminars orvga-
W nized?
A.Our seminars are unusual in
m that they are interactive. We
obtain information, such as CVs and
a sample forensic report, from the
attendees prior to the seminar. In
particular, participants are encour-
aged to send us their expert witness
reports with the patient name and
other identifying data eliminated.
During the seminars, we critique the
reports and put the authors on the
witness stand—so to speak—and
question them about their mistakes
or other things that could have been
improved in the report.
Q m Do your seminars focus on par-
m ticular specialties in which mal-
practice suits may be more common?
A.Some areas of medicine are
m certainly more prone to mal-
practice suits, and we offer a seminar
titled, “Medical = Malpractice:
Advanced Survival Training for
Physicians” dealing with medical
malpractice.

All kinds of physicians attend our
seminars, but many are from the
high-risk specialties, such as sur-
geons, neurologists, occupational
medicine physicians, orthopedists,
psychiatrists, and physical medicine
and rehabilitation specialists. Also,
clinicians who are actively involved

“The patients’ bill of rights may open up a new area of litigation.
Still, physicians in many states have been supporting the patients’
rights bill because they do not like the practices of HMOs.”
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“When physicians graduate from medical school, they usually have
received no training in practical business matters and are on their
own to develop these skills. From a practical standpoint, they are

at severe business and legal risk.”

in treating patients who have been
in accidents or have medical-legal
problems are more likely to attend
than others.

Recently, the malpractice environ-
ment has stabilized somewhat. The
laws have been tightened up, and
now attorneys take only cases in
which they feel a very serious injury
has occurred.

However, the patients’ bill of rights
may open up a new area of litigation.
Still, physicians in many states have
been supporting the patients’ rights
bill because they do not like the prac-
tices of HMOs. In fact, physicians
and their patients are on the same
side in the sense that they want to be
able to force HMOs to give people
reasonable medical care.

m What type of legal training do
Q ® you offer to physicians?

A m Because of the threat of litiga-

m tion in health care, we offer a
three-day course in which physicians
are taught the legal aspects of provid-
ing health care. Topics include the
fundamentals of law, intentional
torts, defenses to intentional torts,
negligence, medical malpractice,
defenses to negligence and medical
malpractice, damages, workers’ com-
pensation, Social Security disability,
liability insurance, contracts, and
breach of contract, as well as a con-
tract negotiation workshop. Many
physician participants have told us
that this material should be taught in
medical school.

m What type of business training
Q m do you offer physicians?
A.Our seminars are much
mbroader than just the med-

ical-legal field. For example, we offer

a mini MBA course during which
participants receive two days of
intensive training using case studies.
We cover topics such as financial
accounting, computer applications
for business, capital finance, risk and
leverage, insurance and managed
care, human resources management,
and marketing services.

We also offer training to help
physicians—especially young physi-
cians—in the business of medical
practice. For example, we offer a sem-
inar on negotiating skills that physi-
cians should have when being hired
by a medical group, as well as skills

because everybody else is.

Business and legal training can
help physicians become better doc-
tors because such training enables
them to spend less time on medical-
legal problems, handling business
issues, and dealing with managed
care organizations and more time on
patient care. The financial aspect of
their practices can become more suc-
cessful as well.

m Please tell us about your compa-
Q mny, Seak Inc.
A m Seak stands for Steven, Ellen,
m Alex, and Karen —the names
of my family members. This name is

“Business and legal training can help
physicians become better doctors because
such training enables them to spend less
time on medical-legal problems—handling
business issues and dealing with managed
care organizations—and more time on

patient care.”

for contract negotiation with man-
aged care companies.

m Why is it necessary to have such
Q W training program?
A.When physicians graduate

mfrom medical school, they
usually have received no training in
practical business matters and are on
their own to develop these skills.
From a practical standpoint, they are
at severe business and legal risk. But
physicians are starting to learn that
they have to treat some aspects of
practicing medicine as a business,

appropriate because Seak was and
still is a family business. We started
Seak in 1980, and it has grown from
one simple newsletter to an organiza-
tion that provides multiple newslet-
ters and seminars on medical-legal
and expert witness issues, impair-
ment evaluation, workers’ compensa-
tion, disability management and
occupational health and safety.
—Edited by Deborah J. Neveleff, in North
Potomac, Md. More information on physi-
cian practice strategies is available on our

Web site (see page 16).
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