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About Our Survey:

As a follow-up to last year’s survey,  

we asked employers across the 

country to tell us about their benefits-

related challenges and offerings. 

We heard from 768 employers in all 

major industries and geographies. 

20% of respondents have 500 or more 

employees, and 42% of respondents 

are self-funded. Key findings from 

this year’s survey are that employers 

are cautiously optimistic about the 

future of their organization’s financial 

position, and, to compete in the 

current talent war, enhancing benefits 

will be essential. 
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Key Findings

For the second consecutive year, employee retention is the most important concern for 
employers. 79% of all employers and 88% of large employers (over 500 employees) ranked 
employee retention as Very Important. As such, the top areas of focus for HR teams will be 
related to recruiting (62%) and retaining (71%) top talent.

Benefits are improving! A double-digit percentage of companies say they have already 
increased virtual health benefits, flexible work schedules, flexible work locations, and emotional 
health or well-being programs.

Compensation strategies differ for recruiting and retaining employees. 70% of employers are 
increasing compensation as a recruitment tool, while only 39% say they have utilized off-cycle 
salary increases to help retain employees. 

Employers are combining financial incentives with other strategies to help retain talent. 46% have 
committed to ongoing flexible work policies, 35% have added other perks or benefits, and 32% 
have increased their focus on professional development opportunities and career paths.

Staying compliant with current regulations – especially with the ongoing uncertainty related to 
the pandemic – is a top concern for employers in 2022. 94% of employers cited this as either 
Important or Very Important. Employers are also seeking guidance on several new benefits 
regulations unrelated to the pandemic.

Mental health will continue to be an important part of the benefits equation this year. 82% of 
employers believe that the pandemic is a significant contributor to workplace stress. 10% of 
employers have already made changes to emotional health or well-being programs, and another 
25% are planning to do so.

As we discovered last year, while full-time work-from-home arrangements may not last forever, 
employers are increasingly allowing for more flexibility. Compared with last year, 15% say they 
are allowing more location flexibility and 18% are extending that flexibility to work schedules. 
And 53% of employers are embracing a flexible work schedule to allow for childcare.

Key Findings
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COVID-19: 
Pandemic update for the  
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COVID-19: Pandemic update for the 2022 benefits landscape
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70%

Employers believe COVID-19 will have a 
continued negative impact on the productivity 

of the workforce – compared with 65% last year

54%

Employers believe COVID-19 will have a 
continued negative impact on their 

 business compared with 64% a year ago

78%

Employers believe COVID-19 will have a 
continued negative impact on the well-being  

of employees, up from 77% last year

5

If there’s one thing that is certain 

about the COVID-19 pandemic, it’s the 

uncertainty about its future. On one hand, 

as restrictions lift and business continues 

to rebound, employers are increasingly 

optimistic about their bottom line. But 

there is still work to do when it comes to 

mitigating its impacts on the productivity 

of the workforce and well-being of 

employees. Just as we saw last year, 

employers reported a greater negative 

impact to employee well-being and stress 

levels. Employers are quick to recognize 

this fact, with 91% of large employers 

saying the pandemic is having either a 

significant or very significant impact on 

employee stress, compared with 81% a 

year ago.
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Childcare Benefits and the Future Workforce

One of the toughest challenges many employees and families have been facing as a result of the pandemic is 
related to childcare. Only 6% of employers said they have increased childcare benefits or plan to in the near future. 
Instead, the answer for many employers is that flexibility is here to stay. Last year 57% said they had allowed for 
a flexible work schedule/hours, and this year it is still the most common strategy at 53%. Some employers are 
offering additional family sick leave (13%) and sponsoring new dependent care FSAs (3%). Less popular strategies 
are direct financial support (1%) and offering a caregiver pay benefit (0.5%).

Childcare Benefits and the Future Workforce

53%

13%

13%

3%

2%

1%

1%

0%

0% 10% 20% 30% 40% 50% 60%

Flexible work hours or schedule

Additional sick time (family sick leave)

Other

Sponsoring a new dependent care FSA

Access to back-up childcare benefits

Direct financial support towards childcare

Offering tutoring support/benefits for school age children

Offering a caregiver pay benefit
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Benefit Changes in 2022

As we continue to see COVID-19 restrictions lift across the country, employers say they’re more willing to 
increase benefits and change benefit strategies than they were in 2021. Across the board, employers have 
increased specific benefits or have a plan to do so in the near future. Other than workplace and work schedule 
flexibility, the most popular areas for benefits enhancement are emotional health or well-being, virtual health/
telemedicine benefits, and voluntary benefits. Given the prominence of emotional health, well-being and virtual 
health/telemedicine in 2021, these are not a surprise, but voluntary benefits have significantly increased in 
popularity as employers look beyond medical coverage to improve their employee value proposition in 2022. 
18% of employers have either already increased voluntary benefits or plan to in the near future. This represents 
a significant increase from the 10% of employers who said the same last year.

Emotional Health or Well-Being Programs Virtual Health/Telemedicine Benefits

8

15% 18%

67%

0% 0%

Already
Increased
Benefits

Plan on
Increasing

No increase
or decrease

planned

Plan to
reduce

Have already
reduced

Virtual Health/Telemedicine Benefits

10%

25%

65%

0% 0%

Already
Increased
Benefits

Plan on
Increasing

No increase
or decrease

planned

Plan to
reduce

Have already
reduced

Emotional health or well-being programs

Benefit Changes in 2022
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Employees in 2022 are expecting flexibility in where they work and when they work. In order to compete in the 
war for talent, employers are increasing the ways in which they offer flexibility to their employees. Whether 
it be for convenience, childcare, self-care or all of the above - offering flexibility to employees will be a key 
component to how employers combat the great resignation. 

15% have already increased and an additional 14% plan on increasing workplace flexibility, allowing for a 
more comprehensive work-from-home policy where applicable. In addition, 18% have already increased and 
an additional 23% plan on increasing work schedule flexibility. Flexible work schedules may be anything from 
formalizing boundaries around work/life balance to making adjustments to the 40-hour work week. Or it could just 
mean an ongoing commitment to the changes in flexible work arrangements brought about by the pandemic.

15% 14%

68%

2% 1%

Already
Increased
Benefits

Plan on
Increasing

No increase
or decrease

planned

Plan to
reduce

Have already
reduced

Flexible Work Locations

18%
23%

58%

1% 0%

Already
Increased
Benefits

Plan on
Increasing

No increase
or decrease

planned

Plan to
reduce

Have already
reduced

Flexible Work Schedules
Flexible Work Locations Flexible Work Schedules
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Benefits
Already 

Increased 
Benefits

Plan on 
Increasing

No Increase 
or Decrease 

Planned

Plan to  
Reduce

Have Already 
Reduced

Retirement Benefits 5% 12% 81% 1% 1%

Sick Leave 5% 8% 86% 1% 0%

Vacation or Paid Time Off 8% 14% 78% 0% 0%

Already Increased 
Benefits

Plan on  
Increasing

No Increase or  
Decrease Planned

Plan to  
Reduce

Have Already  
Reduced

Has your organization made changes or are you planning to make changes to benefit offerings in 
the following areas?

Employers say they’re now more willing to invest in increased benefits in a broader way. 21% of employers 
have either already increased or plan on increasing medical benefits, compared with 7% a year ago. Now that 
employers feel they have generally survived the business shock of the pandemic, they’re turning their attention 
to enhancing their employee value proposition. For example, it’s becoming more important for employers to 
go beyond the traditional medical coverage offering, as evidenced by the 19% of employers who have already 
increased or will be increasing voluntary benefit offerings.

7% 8% 14% 11% 77% 81% 1% 0% 1% 0%

Medical Voluntary Benefits

Last year retirement benefits were largely unchanged, but this year 17% of employers have either already 
increased or plan to increase these offerings.

Vacation time or PTO increases are also becoming more important in the design of total reward programs this 
year to assist in recruitment and retention efforts. 22% of employers report an increase in vacation/PTO time 
(compared with 11% last year) while changes to sick leave programs remain relatively consistent with last year.
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73% 21% 4%
1%

1%
47% 33% 16%

3%

1%

Managing Pharmacy Costs

2022

2021

Recruiting Employees

2022

2021

Retaining Employees

2022

2021

Technology Systems Related to Benefits

2022

2021

Compliance With Current Regulations

2022

2021

Controlling Medical Costs

2022

2021

Low Participation in Benefits

2022

2021

Effective Communication and Education of Benefits

2022

2021

Cost Effectiveness of Retirement Benefits

2022

How important are the following items to your organization?

Employee retention, medical benefit costs, and compliance with current regulations are the top issues for employers.

Very Important Neither Important or UnimportantImportant Unimportant Very Unimportant

70% 20% 7%
2%

1%

79% 15% 4%
1%

1%

28% 41% 24%
5%

2%

80%

76%

70%

82%

77%

68%

42%

23%

11%

13%

18%

14%

17%

25%

35%

28%

7%

8%

11%

3%

5%

6%

20%

39%

1%

1%

0%

1%

0%

0%

2%

5%

2%

2%

1%

1%

1%

1%

1%

5%

How important are the following items to your organization?
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What are the most important HR initiatives or concerns for your organization over the next 24 months?

Last year we found that recruitment and retention was the No. 1 priority for employers, and this year we asked 
employers to rank recruitment and retention separately. What we learned is that 71% of employers say that 
retention is a top 3 objective this year. These sentiments outpace even recruiting, which is a top 3 priority for 
62% of all employers.

Other objectives such as employee engagement, learning and development, compensation benchmarking and 
leadership development were ranked similarly as employers stretch to meet their talent recruitment goals.  
Each item on the list works together to aid and enhance the recruitment and retention goals for HR teams 
across the country.

As a part of Truist Financial Corporation, McGriff and our customers have access to the Truist Leadership 
Institute. The Truist Leadership Institute combines expert insight with lessons learned throughout its 60-
year history of leadership development. To learn more, visit www.truistleadershipinstitute.com.

Employee Retention 

All Employers: 71% 
Large Employers: 72%

Recruitment

All Employers: 62% 
Large Employers: 71%

Employee Engagement

All Employers: 37% 
Large Employers: 43%

Leadership Development 

All Employers: 30% 
Large Employers: 27%

Compensation Benchmarking

All Employers: 30% 
Large Employers: 24%%

Employee Learning  
and Development 

All Employers: 28% 
Large Employers: 20%

Succession Planning

All Employers: 17% 
Large Employers: 14%

Absence/Leave Management

All Employers: 16% 
Large Employers: 18%

Remote Worker Engagement

All Employers: 9% 
Large Employers: 8%

http://www.truistleadershipinstitute.com


13

Recruitment and Retention Strategies

Employers are responding to current challenges with differing strategies, but 79% agree that employee retention 
will continue to be very important over the next 12 months. No surprise then that 71% of employers say that 
retention was already one of their top three objectives coming into 2022. Retention was deemed even more 
important than recruiting, a top-three priority for 62% of all employers.

The “Great Resignation” is on the minds of employers, clearly influencing many of the pay and benefits strategies 
that have been implemented in the past year. Recruitment and retention strategies are similar, but pain points 
differ among companies and HR teams across the country. So employers are attacking these problems with 
different tools and strategies.

Recruitment

Several approaches have been used in the past 12 months to help with the recruitment of new employees. 
Among the most popular:

Increased Compensation

Improved the New Employee  
On-Boarding Process

Added Additional Perks or Benefits

70%

39%

31%

Provided Sign-On Bonuses28%

Offered Additional PTO or Vacation22%

Made Adjustments to the Traditional  
40-Hour Work Week

22%

Recruitment and Retention Strategies
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Retention

Similarly, employers have used several different strategies to retain key talent in the past year. Employers are 
clearly looking for creative strategies to reward employees beyond direct compensation.

What strategies have you used in the past 12 months to help retain employees?

46% committed to  
ongoing flexible work 

arrangements and policies

39% implemented  
off-cycle salary increases

35% added additional  
perks or benefits

32% increased their focus 
on professional development 

opportunities and career paths

25% made adjustments to the 
traditional 40-hour work week

23% invested in employee 
professional development

22% added additional  
PTO or vacation

13% offered retention bonuses 13% formalized boundaries 
around work/life balance  

and working hours
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Employee Engagement and Workplace Stress

What other approaches are employers exploring to make sure they truly respond to the needs of their workforce? 
31% of respondents administer an employee engagement survey, and an additional 15% are planning to start 
one in the next 12 months. Savvy companies know that in order to understand what their workforce wants, they 
need to ask them!

What impact is the pandemic having 
on workplace stress level?

Workplace stress continues to be the top 
concern of employers in the third year of the 
COVID-19 pandemic. 

Yes

No, but planning to do one in the next 12 months

No

82%
Eighty two percent of employers say the 
pandemic continues to have either a 
significant or very significant impact on 
workplace stress, up 5% from 2021. 

Nine out of ten large employers are again 
reporting the same concern. The difference 
this year is that a greater percentage of 
employers are taking action. 35% are 
planning to increase benefits in this area 
compared to 25% last year.

All Employers

Large Employers

Does your organization administer an employee 
engagement survey?

52%
36%

12%

31%

54%

15%

Employee Engagement and Workplace Stress



16

Adding a specific network for mental health providers

2022

2021

Offering free access to a well-being mobile app  
(Headspace, Unmind, Calm, etc...)

2022

2021

The focus on mental health benefits has been magnified in recent years and employers have responded in 
different ways. In addition to the increased use of digital health coaching and virtual engagement options, 
increased managerial training is also an important part of the equation. While offering an Employee Assistance 
Program (EAP) remains the most popular strategy, the prevalence of such plans (64%) remained the same 
as last year. Other strategies have seen a sharper increase in adoption, such as well-being mobile apps and 
specific networks for mental health providers.

Which of the following mental health strategies have you implemented or plan to implement in 
the next 24 months?

Already in place Considering for 2024Planning to add in 2022 / 2023

Top 4 Trending Answers

Other strategies that are already in place include - Offering an Employee Assistance Program 
(64%); Providing coaching services for stress management and/or therapy services for more 
serious conditions (16%); Providing digital health coaching for mental health conditions (15%); 
Having on-site behavioral health counselors (7%); Offering lower copays for medications 
treating mental health conditions (6%); Implementing well-being leave allowances (6%); 
Implementing a company-wide mental health anti-stigma campaign (6%)

13% 6% 6% 75%

12% 7% 3% 78%

Providing managers/supervisors with training on mental 
health/substance abuse issues in the workforce

2022

2021

Offer employees the option for receiving therapy or 
coaching services either virtually or in-person

2022

14% 11% 8% 67%

Not Under Consideration

8% 17% 4% 71%

38% 3%
4%

55%

19% 4%5% 72%

17%
3%

2%
78%
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Are any of the following specialty services  
offered through your organization’s virtual  
health / telemedicine offering?

Virtual Health

The popularity of virtual health and telemedicine has risen significantly. 76% of employers say they offer virtual 
benefits, with over 16% extending them beyond primary care and minor, acute services. Below are some of the 
most popular specialty services offered by employers with virtual health and telemedicine expanded programs:

Dermatology
All Employers: 35% | Large Employers: 41%

Physical Therapy
All Employers: 26% | Large Employers: 33%

Sleep Management
All Employers: 20% | Large Employers: 11%

Pulmonology
All Employers: 20% | Large Employers: 26%

Endocrinology
All Employers: 25% | Large Employers: 30%

Cardiology
All Employers: 27% | Large Employers: 33%

Behavioral/Mental Health
All Employers: 79% | Large Employers: 85%

Which of the following statements 
best describes your organization’s 
virtual health/telemedicine offerings?

*ex: Cardiac Care, Physical Therapy, 
Dermatology, Sleep Management, etc.

Our virtual health/telemedicine 
program is only for primary care 

and minor, acute services

60%
71%

In addition to primary care, our 
virtual health/telemedicine program 
includes some specialty services*

23%16%

Our organization does not offer 
virtual health/telemedicine benefit

24%

6%

All Employers Large Employers

Virtual Health
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Employee Benefits Communications and Technology

In addition to the increased prevalence of telemedicine and virtual care, technology is also being used as a 
way to meet employees where they are – on their mobile phones. 60% of employers are either currently using a 
mobile application for benefits-related functions, including, but not limited to, enrollment, wellness offerings, and 
employee communication. This percentage increases to 70% for large employers.

Does your organization utilize a mobile application for any of the following benefits related 
functions?

All Employers Large Employers

Benefits Enrollment 25% 34%

Employee Wellness Plan 10% 17%

Employee Communication 20% 22%

None, but Plan To In the Next 12 Months 7% 9%

Employee Benefits Communications and Technology
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Which of the following are essential components of your organization’s current open 
enrollment and benefits administration strategy?

Industry Mobile  
App Online On-site 

Enrollers
Paper  
Forms

Virtual 
Meetings

Virtual Fairs /  
Micro-sites

Consulting 13% 55% 24% 19% 29% 10%

Financial 11% 56% 50% 22% 39% 22%

Tech 27% 77% 23% 5% 50% 18%

Construction 23% 49% 31% 45% 23% 4%

Manufacturing 29% 50% 34% 40% 24% 3%

When it comes to open enrollment and benefits administration, technology is critical to a smooth, efficient, and 
successful experience. And that includes more than just an online enrollment platform.

of employers utilize online benefits 
administration software with 
employee self-enrollment capabilities

53%

use virtual enrollment sessions with 
enrollment firm benefit counselors26%

have a benefits communication 
mobile app with push notifications23%

offer decision support tools 26%

The use of technology varies considerably by industry.
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Diversity, Equity,  
Inclusion and Belonging

The DEIB landscape continues to evolve this year. Our survey 
results indicate that many companies are enacting DEIB 
policies and more are planning to do so in the next 12 months. 
The future of DEIB depends on how this foundational work 
will play out and to what extent leadership decisions end up 
aligning with their company’s stated DEIB vision.

What are employers doing now to address the issue?

Across all employers, 20% have a formal DEIB policy or initiative 
(34% of employers with over 500 employees have one). The 
larger the employer, the more likely they are to have implemented 
actions to address concerns and deficiencies in this area. Fully 
63% of employers with 5,000 or more employees have a formal 
DEIB policy, and another 13% are planning to add one in the next 
12 months. 

Does Your Organization Have A Formal Diversity, Equity, Inclusion & Belonging (DEIB) Policy or Initiative?

No, but planning to add one in the next 12 monthsYes No

All Employers Large Employers

21% 66% 13% 34% 51% 15%

Diversity, Equity, Inclusion and Belonging

20
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Medical Funding and Pharmacy Strategies

42%

Yes No

Does your organization carve out your pharmacy plan?

All Employers Large Employers

Forty two percent of employers 
responding to our survey 
self-fund or level-fund their 
medical plan. Of those that self-
fund, 38% also carve out their 
pharmacy plan. For employers 
with more than 500 employees, 
these percentages increase to 
71% and 46%, respectively.

Specialty Pharmacy

Which of the following methods is your organization currently using to manage specialty pharmaceuticals?

Methods All Employers Large Employers

Prior authorization for specialty medications billed under the pharmacy benefit 34% 49%

Carved out specialty pharmacy program 28% 41%

Case management or medication coaching programs 26% 34%

Approval for only a limited supply 21% 32%

Prior authorization for specialty medications billed under the medical benefit 15% 18%

Excluding specialty drugs from your formulary 7% 9%

Lower cost tier for biosimilars 7% 8%

Requiring a biosimilar to be attempted first when it is available 7% 12%

International procurement strategies 5% 8%

Site of care management 5% 8%

Direct contracting with manufacturers 3% 5%

Medical Funding and Pharmacy Strategies

38%

62%

46%
54%
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Alternative Funding

Of the self-funded respondents, some have explored additional medical funding strategies:

Have you ever considered participating in a captive for your organization’s medical plan?

Eighty-one percent are either not familiar or are not currently considering such a strategy. That represents an 
increase of 7% from 2021.

Yes
No, but we are 

considering it in the 
next 12 months

No, evaluated but 
decided not to proceed

No, and not currently 
under consideration

No, I’m not familiar 
with captives

53%
51%

22% 24%

6%
7%

19% 18%

0% 0%

All Employers Large Employers
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All Employers

Yes, we are currently in one or we are  
implementing one in the next 12 months

2%

Yes, evaluated but  
decided not to proceed

8%

Yes, we implemented in  
the past but no longer use it

1%

No

89%

Reference-Based Pricing

The most common reference-based pricing 
strategies employ a network-based cost 
control approach where reimbursement 
limits are set on certain “shoppable” 
procedures or services. Proponents of 
the strategy tout the potential for lower 
healthcare expenses and higher employee 
engagement in health care decisions. 
Detractors refer to the complexity of 
administration, provider disruption, and 
potential for employee balance billing. 

Have you ever evaluated a 
reference-based pricing program?

4%

23%

2%

71%

All Employers Large Employers
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9% 13% 5% 2%

21% 19%20% 34%

Employer Wellness Plans and Strategies

How are employees incentivized to participate in your organization’s wellness plan? 

Gift cards or cash incentives, not related to medical contributions, were again the top choice of employers with a 
wellness plan in our survey. 21% said they offer no incentives related to their wellness plan.

What are the key components of your organization’s wellness plan?

Gift Cards or Cash Incentives Medical Contribution Incentive  
(reduced employee payroll contributions)

No Incentives Provided

Health Savings  
Account (HSA) Contribution

Health Reimbursement  
Account (HRA) Contribution

45% 46%

2022 2021

McGriff has a unique wellness offering through Peak Health, intended to help employers gain better 
control of their wellness costs and benefits by helping employees make health improvements that 
decrease risks, reduce costs, and improve outcomes. Peak Health is a health behavior change program 
which blends the clinical power of on-site registered nurses with data-driven insights to provide risk 
assessments, coaching, and wellness navigation. To learn more about a real-life success story, download 
this Peak Health Case Study.

Biometric Screenings

(49%)

HRAs

(39%)

Seminars, Classes and Education

(46%)

Healthy Food Options

(35%)

Health Coaching

(45%)

On-Site Fitness Facility or  
Gym Membership Credit

(35%)

Health Challenges

(42%)

Weight Management 
Programs

(32%)

37% of all employers sponsor a wellness plan for their employees.

Employer Wellness Plans and Strategies

https://www.mcgriff.com/resources/white-papers/peak-health-case-study-truist.html
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Yes No

Does your organization have a tobacco surcharge for employees on the medical plan?

Does your organization sponsor a wellness plan for your employees?

Does your organization incent employees and/or spouses to get an annual physical?

Tobacco surcharges for employees on the medical plan are keeping pace with reported implementation as of 
last year’s survey.

Yes No, but considering it  
in the next 12 months

No

12%

80%

8%

20%

71%

9%

70%

Yes 
(Employees Only)

Yes 
(Both)

No

18%
12%

22%
14%

64%

All Employers Large Employers

All Employers Large Employers

All Employers Large Employers

37% 63% 57% 43%
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Financial Wellness

24% of employers already offer a financial wellness program and another 
21% are considering adding one in the next 12 months. This is a slight 
increase from last year’s finding of 20% in both categories.

As part of Truist Financial 
Corporation, McGriff clients  
have access to an industry 
leading financial wellness 
program - Truist Momentum.  
To find out more about the 
program and how it may be 
available to your organization, 
visit www.truistmomentum.com.

Do you have or have you considered offering a workplace financial wellness program to your 
employees? 

No, not under consideration

55% 32%

No, but we are considering it in the next 12 months

21%

26%

Yes, our organization has one

Large EmployersAll Employers

24%

42%

All  
Employers

Large  
Employers

Extremely Important 10% 24%

Very Important 24% 27%

Moderately Important 35% 37%

Slightly Important 20% 8%

Not At All Important 11% 4%

How would you rate the importance of providing 
a workplace financial wellness program to your 
employees?

Financial Wellness

http://www.truistmomentum.com
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Enhancing decision support tools available for employees

All

Large

Adding a consumer-driven health plan option

All

Large

Providing employer contributions to an HSA

All

Large

Consumerism For Employees and Medical Coverage

The strategy of promoting healthcare consumerism has become increasingly popular. Through plan design 
configuration and a variety of tools, people are becoming better healthcare shoppers. This year, more employers 
(35%) have at least one consumer-driven health plan option. This is an increase from last year when that 
percentage was 29%. 

Health Savings Account contributions by employers are also more popular in 2022 as employers are looking for 
more creative ways to increase compensation and benefits beyond direct payroll changes. 34% of employers 
now offer employer contributions to an HSA.

Is your organization considering any of the following cost containment strategies in the next  
24 months? 

The average employer HSA contribution for employee-only coverage is $809;  
family coverage is $1,426.

Already in place Planning to add in 2021/2022 Considering for 2023 Not Currently Considering

35% 3%5% 57%

53% 5% 8% 34%

Providing employees access to cost transparency tools to 
become better healthcare shoppers

All

Large

Utilizing programs to encourage employees to access 
lower cost sites of care

All

Large

Incentivizing employees to enroll in a High Deductible 
Health Plan (HDHP)

All

Large

17% 10% 9% 64%

28% 9% 13% 50%

30% 6% 4% 60%

26% 10% 7% 57%

46% 10% 10% 34%

38% 8% 11% 43%

41% 4% 12% 43%

34% 3% 6% 57%

23% 9% 6% 60%

35% 5% 7% 53%

Consumerism For Employees and Medical Coverage
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Does your organization offer any of the following benefits?

• Tuition assistance was again the top reported non-traditional benefit among the options we included in the 
survey. Student loan repayment is again among the least adopted non-traditional program options, but it did 
increase from 6% to 8% among large employers

• Pet insurance has risen slightly in popularity among larger employers, with 19% offering it in 2022 vs. 17% in 2021

• This year for the first time we asked about fertility and family planning benefits – 13% of large employers 
indicated they offer it

As family leave benefits in the United States become increasingly regulated by state and local mandates, we 
asked employers how they’re treating this essential family planning benefit in places where there is no state or 
local mandate.

Does your organization offer paid family leave?

For the 14% of employers providing leave outside of these local/state mandates,  
the average paid family leave was 8.4 weeks. Responses ranged from 1 to 26 weeks. 

Benefits All Employers Large Employers

Adoption Assistance 4% 12%

Fertility and Family Planning Benefits 4% 13%

Identity Theft Protection 13% 28%

Lifestyle Savings Account (LSA) 0% 0%

Pet Insurance 8% 19%

Prepaid Legal Services 13% 25%

Student Loan Repayment Program 3% 8%

Subsidized Childcare 2% 3%

Tuition Assistance 34% 55%

Vacation Purchase 5% 7%

All Employers Large Employers

Only as mandated by state or local laws 52% 51%

Offered in addition to the amount mandated by state  
or local laws, and/or in locations with no mandate

14% 20%

Not offered 33% 28%

No, but plan to add offering in the next 12 months 1% 1%
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Primary Care Solutions

30% of employers say that they are 
incentivizing employees and/or spouses 
to get their annual wellness check or 
physical. In addition, some employers 
have increased investments in primary 
care solutions. Virtual care remains 
popular. On-site or near-site primary 
care clinics are being utilized by 12% of 
all employers and 20% of employers with 
over 500 lives. An additional 6% of all 
employers and 10% of employers with over 
500 employees are considering adding 
this to their offerings. 

On-site/Near Site Clinics 

(18%)

Narrow Network for Primary Care 

(13%)

Virtual Primary Care 

(56%)

+

Direct Provider Contracting 

(10%)

Does your organization utilize any of the 
following advanced primary care solutions 
or do you plan to in the next 24 months?
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Prevalence of Other Benefit Offerings

A choice in medical plan offerings is very important to employees. 75% of all employers and 85% of large 
employers offer more than one medical plan option.

Below is a chart that identifies the prevalence of some of the most common benefits offered in 2022.

Which of the following benefit programs does your organization offer?

All Employers Large Employers

Research shows that it’s important to align benefit strategy with your organizational goals, yet organizational 
goals may vary by employer. Some may want to offer a basic benefits package, others want to ensure benefit 
offerings are consistent with competitors, while others offer a market leading benefits program. Regardless 
of your organizational objectives, benefits benchmarking is a helpful tool to ensure your benefits program is 
aligned with your organizational goals.

For more details on the results of this survey and to find out how McGriff can assist your organization, please 
contact your local McGriff representative or visit www.mcgriff.com.

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Cash Balance or Other Hybrid Pension Plan

Defined Benefit Pension Plan

Business Travel Accident

Hospital Indemnity Policy

Voluntary Whole Life Insurance

Employer Paid Vision

Employer Paid Dental

Individual Disability Insurance

Cancer Policy

Critical Illness Policy

Accident Policy

Voluntary Dental

Voluntary Vision

Employer Paid Life Insurance with AD&D

Long-Term Disability

Voluntary Life Insurance

Short-Term Disability

401(k) Ret irement Plan

Series2 Series1

http://www.mcgriff.com
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Notes



©2022 McGriff Insurance Services, Inc. 
All Rights Reserved. McGriff Insurance Services, Inc. is a subsidiary of Truist Insurance Holdings, Inc.

The information, analyses, opinions and/or recommendations contained herein relating to the impact or the potential impact of coronavirus/
COVID-19 on insurance coverage or any insurance policy is not a legal opinion, warranty or guarantee, and should not be relied upon as such. 
This communication is intended for informational use only. As insurance agents or brokers, we do not have the authority to render legal advice 
or to make coverage decisions, and you should submit all claims to your insurance carrier for evaluation. Given the on-going and constantly 
changing situation with respect to the coronavirus/COVID-19 pandemic, this communication does not necessarily reflect the latest information 
regarding recently-enacted, pending or proposed legislation or guidance that could override, alter or otherwise affect existing insurance 
coverage. At your discretion, please consult with an attorney at your own expense for specific advice in this regard. McGriff Insurance Services, 
Inc. is not receiving any remuneration for identifying the resources in this document, nor should this list be considered exhaustive of potential 
options. Rather, these resources are identified solely for our clients’ convenience. Further, McGriff specifically disclaims and does not assume 
any liability for injuries or other adverse consequences that may arise from the use of any identified resources, and McGriff has no involvement 
in clients’ engagement of such resources and/or delivery of their services.

McGriff.com

http://www.mcgriff.com
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