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Welcome
The 2015-2016 Employee Experience Benchmarking Report 
summarizes the data and survey results Sequoia collects 
around employee benefits, company culture, and other  
factors that contribute to the overall employee experience.  
Our mission with this report is to illuminate trends and provide 
insightful context that will help our clients make better decisions 
as employers.

Now in our third year of administering this survey, we are excited 
to present results that shed light on the investments companies 
are making to hire the best talent, retain high-performing 
employees, and build a happier, healthier place to work.
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About the Survey 
The data for the 2015-2016 Employee Experience 
Benchmarking Report was collected from the Sequoia 
Consulting Group client database and from six distinct open 
surveys between March and September of 2015. Each survey 
focused on a specific component of the employee experience. 
We received responses from 429 unique companies, 
representing a mix of companies who currently work with 
Sequoia and those who work with other brokers.

Participants in the survey receive an exclusive first release  
of the full survey report. To participate and learn more, go to:  
www.sequoia.com/benchmark

For full copyright and disclaimer information, see back cover.

Software 46.9%
e-Commerce 9.6%
Other 9.6%
Analytics 5.4%
Gaming 5.1%
Social 3.9%
Clean technology 3.6%
Telecommunications 3.3%
Hardware 2.7%
Security 2.7%
Biotechnology 2.1%
Internet of Things 2.1%
Devices/Wearables 1.5%
Data storage 1.2%
Robotics 0.6%

Financial Services 20.2%
Business Services 17.0%
Healthcare 12.8%
Non-Profit 9.6%
Other 9.6%
Manufacturing 8.5%
Retail 8.5%
Education 7.4%
Communications 3.2%
Undisclosed 2.1%
Construction 1.1%

Technology Sector
335 total companies

Company Size (by employee count)

Non-Technology Sector 
94 total companies

< 5
0

50 – 99

10
0 –

 499

500 –
 999

 1,
000+

Private – Not VC-backed 8.2%
Seed and angel funding 1.3%
Early stage funding (Series A) 6.4%
Later stage funding             
(Series B onward)                  48.9%
Public 6.4%
Undisclosed 28.8%

Funding

27%
(118) 21%

(95)

9%
(34) 6%

(26)

37%
(156)

WELCOME
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Human Capital 
Management
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Today’s companies leverage a wide variety of human capital 
management strategies, each one customized to the employee 
population it serves. While there are no magic formulas to fostering a 
creative, productive, happy workforce, Sequoia does see common 
practices that are utilized by highly successful companies.

From systems to policies, performance management to employee 
engagement, all these factors help keep a company running smoothly. 
Human Resources departments handle a wide range of responsibilities 
with lean resources. Even as employees are added to a company’s roster 
at an exponential rate, the growth of the HR department rarely keeps 
pace. This often means that the HR team relies on technology to 
compensate.

Introduction “What kinds of 
systems are other 
companies using to 
manage their 
workforce? How are 
time-off policies 
handled by other 
companies like mine?

1.1

HUMAN CAPITAL MANAGEMENT
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Team Structure
As companies scale, the ratio of HR employees to total employees remains around 1 
for every 100 employees. However, regardless of the size of the HR team, they own 
the majority of touch points that determine the overall employee experience.

Systems and Technology
While new entrants have entered the market in recent years, a large majority of 
respondents remain dependent on traditional market-leading systems:

Because HR teams juggle a wide array of job responsibilities, systems are a critical 
component to the team. From executing payroll to managing employee information, 
HR managers look to technology to streamline processes while employees expect an 
improved user experience over the traditional, and often outdated, technology they 
may have used at previous companies. These needs have given birth to a host of 
new players in the HR technology market, a reason why many of the original market 
leaders have begun to refresh their platforms in order to compete.

Payroll

ADP

Paychex

TriNet

ADP

Paychex

TriNet

1

2

3

47%
8%
7%

1

2

3

Benefits Enrollment

ADP

Other*

Benetrac

24%
16%
15%

1

2

3

PTO

No formal system 

Internal Systems (Excel, Google Docs, etc.) 

ADP

32%
16%
13%

1

2

3

21%
15%
9%

HRIS
ADP 

Bamboo 

Workday

*Write-in responses for "Other" were composed of 11 niche vendors

HUMAN CAPITAL MANAGEMENT

An average of 1% of employees are HR

H
R 

Em
pl

oy
ee

s

Total Employees

<100 100-500 500-1000 1000+

1-2

3-5

8-10

~1 per
100
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HUMAN CAPITAL MANAGEMENT

Time Off
Companies in the technology space continue to pioneer the way employee personal 
time off is handled, but company-wide holidays still follow a standard procedure,  
with the only variation being the number of holidays observed.

Also, our survey showed a near 50/50 split between companies that offer separate 
vacation and sick time and companies offering one bucket of personal time off, or 
PTO. In both cases, 15 days annually is the most common amount (55.4%) of time  
off granted to a first-year employee. The majority of survey respondents (80.2%)  
offer the same amount of time off to all employees, regardless of position.

16%

12 days

15%

11 days

35%

10 days

14%

9 days

8%

8 days

6%

7 days

6%

6 days

HCM.5 10 company-wide holidays is most common

5 days 10 days 15 days 20 days other

4%

31%
42%

4%

18%

5 days 10 days 12 days 15 days Unlimited Other

22% 18%
9%

2%

27%
22%

Separate Vacation and Sick Time

Sick
Days

Vacation
Days

0% 4%
14% 14%

69%

5 days 10 days 15 days 20 days other

Single PTO Bucket

Sick
Days

Vacation
Days +

Ten company-wide holidays is most common Total time off granted to first-year employees
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Unlimited PTO
The technology space has been a pioneer in implementing 
dramatic changes in the way companies handle employee time 
off, including a policy where employees’ time away from work is 
unlimited. This kind of policy comes with many advantages for 
both the employer and employee. 

In the San Francisco Bay Area, Sequoia has seen year-over-year 
increases in “unlimited PTO” policies since 2013. 

However, the prevalence of unlimited time off policies in the Bay 
Area is a sharp contrast to the nationwide statistic of less than 
1% of companies who have similar policies. As the Silicon Valley 
is one of the major tech hubs in the country, unlimited time off 
may be a new standard of the tech startup culture. 

Employees
They feel a sense of 
empowerment to manage 
their own work and personal 
time.

With the proper preparation, 
longer trips or time away are 
more possible.

Companies
Alleviates the time and 
administrative burden of 
tracking employee time off 
from HR teams

Excellent recruitment tool 
for new talent

�

�

�

�

Everyone can benefit from unlimited PTO policies

all companies

non-tech companies

tech companies

all companies

non-tech companies

tech companies

all companies

non-tech companies

HCM.7-8 Driven by tech companies, unlimited PTO policies on the rise

2013

1%

12%
21%

30%

51%
55%

2014 2015

tech companies non-tech companies

Driven by tech companies, unlimited PTO policies on the rise

HUMAN CAPITAL MANAGEMENT
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HUMAN CAPITAL MANAGEMENT

Employees
Different teams with varying 
amounts of work may feel an 
inequality due to not being able to 
take time off because of workload.

When employees leave a company, 
there will be no “bank” of PTO to 
cash out. 

Companies
Though the administrative burden is 
lessened, management will need to 
take time and educate employees on 
what “unlimited” really means in 
terms of business needs.

Transitioning from a tracked time-off 
policy to an untracked can be 
difficult, both in terms of employee 
adoption and legal perspectives.

�

�

�

�

Potential Drawbacks to Unlimited PTO
As with any policy, there can be drawbacks to not tracking 
employee time off. 

Companies concerned with employees abusing this flexibility 
should be aware that of all the respondents, only one company 
reported that they discontinued an unlimited PTO policy due to 
employee misuse. 

The most important thing to remember is that no policy is 
“one-size-fits-all,” including unlimited PTO. Managerial 
education and training is required in order to ensure success. 

Unlimited PTO policies should be carefully vetted to ensure success
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Maternity and Paternity Leave
Because disability insurance pays a portion of the mother’s 
compensation for maternity leave, companies who previously did 
not have a set policy often are not sure how much time to offer, or 
if new fathers should also receive paid leave. 

Survey responses show that larger companies are more likely to 
offer maternity/paternity benefits. The companies that opt to 
supplement disability benefits are most often choosing to pay 
100% of salary rather than a portion of salary.

99% or less of salary  

10.5%

 100% of salary Disability benefits only

42.5%47%

< 50
employees

34.8%

2.2%

63%

50-99
employees

30%

12.5%

57.5%

100-499
employees

59.8%

14.3%

26.0%

500-999
employees

46.2%

15.4%

38.5%

1000+
employees

-

100%

-Employee receives 
disability benefits only

Employee receives 
employer supplements 

(100% of salary)

Employee receives 
employer supplements 

(less than 100% of salary)

The majority of companies offer salary continuation plans for maternity and paternity leave

As companies scale, maternity and paternity leave policies become more common

HUMAN CAPITAL MANAGEMENT
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New mothers receive much more time off than new dads, with the most common 
amount being over 6 weeks. However, we did find a significant increase in the 
amount of paternity leave companies are offering to employees compared to 2014. 
Where only 6.3% of respondents in 2014 offered over 6 weeks of paternity, that 
percentage jumped to 20% in 2015, with other similar increases varying in length. 

Even if a company does not formally offer maternity and/or paternity leave, federal 
FMLA regulations require certain employers to offer up to 12 weeks of unpaid leave 
for various reasons, including for the birth of a child, to bond with the newborn child, 
and for the placement and bonding with an adopted or foster child. 

14%

HCM.12 Over 6 weeks of leave is most common for new mothers. . .

1 week 2 weeks 3 weeks 4 weeks 6 weeks 6+ weeks

Maternity

Paternity

20%

9%

16%
9%

16% 14%

4%

26%

14%

40%

20%

Over 6 weeks of leave is most common for new mothers

The number of companies offering paternity leave has increased since 2014
HCM 13. . . and leave amounts is increasing for new fathers

2014

2015

26%

16%

2014

2015

16%

7%
9%

3% 2015
2014

2015

9%
7%

2014

2015

20%

6%

2014

2015

20%

11%

1 week 2 weeks 3 weeks 4 weeks 6 weeks 6+ weeks

HUMAN CAPITAL MANAGEMENT



From formal review meetings to casual check-ins by team leads,  
it’s clear that companies are still using many tools and processes  
to assess employee performance. As one respondent reported, 
performance management is really about evaluating “anything 
deemed relevant to successes or failures,” with the ultimate goal  
to realign all members of the team on key company metrics as  
well as individual goals.

Performance 
Management

“What kinds of tools 
should my company 
be using to assess  
the performance  
of our employees?  
How often is enough?”

1.2

HUMAN CAPITAL MANAGEMENT
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Larger companies rely more heavily on  
performance management processes

under 100
employees

51%

over 100
employees

100-499
employees

91%

500-999
employees

78%

1000+
employees

100%90%

Processes
Smaller companies with fewer than 100 employees tend to 
forego formal performance management processes, such as 
goal-setting and management reviews. Instead, they generally 
allow individual departments, business units, or managers to 
determine the best way to conduct these kinds of assessments, 
maintaining the flexibility and nimbleness that smaller 
companies are known for.

HUMAN CAPITAL MANAGEMENT

The majority of companies evaluate performance in multiple dimensions

Individual goals

Competency

Values/culture alignment

94%

63%

42%
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SuccessFactors

Reflektive

7geese

TribeHR

Namely

Workday

Work.com

ADP

Halogen

Cornerstone
OnDemand

Don’t 
Know/

Not Sure

Ultipro

Oracle Cloud HCM

CultureAmp

UltimateSoftware

FairSail

ReviewSnap

Paylocity

PulseHR

ClearCompany

under 50
employees

41%

50-99
employees

29%

100-499
employees

32%

500-999
employees

22%

1000+
employees

20%

Assessment Tools
Of the respondents who do have formal performance 
management assessments in place, the majority of 
respondents (45.5%) utilize internally-developed resources, 
such as electronic forms in Word or PDF format, Google Docs  
or Google Sheets, or some other digital file to gather feedback 
from employees and managers. 

The remaining respondents utilize a number of third-party 
platforms, shown in the graphic to the right.

While the general trend is for companies to adopt third-party 
platforms for performance management as they grow in size, a 
handful of large companies over 500 employees still 
successfully use internally-developed systems.

Platforms used vary greatly depending on company needs

Companies still use internally-developed platforms

HUMAN CAPITAL MANAGEMENT
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Frequency and Criteria
While informal one-on-one check-ins between employees  
and managers can occur quite frequently, as often as once a 
week, formal reviews generally take place either annually or 
semi-annually across all sizes of companies. 

In these formal reviews, individual goals are the most common 
evaluation criteria (93.6%), and this category includes:

• Personal development objectives
• Career and skills development
• Project completion rate and workload
• Work samples

Also evaluated during performance reviews are core 
competencies (63.2%) and company values assessments 
(41.6%). 

Methods of Evaluation
While there are many variations on the methods of evaluation, 
most are based on the narrative style of gathering feedback 
from employees and managers. We focused on three specific 
processes in our survey this year: 360 degree feedback, stack 
ranking, and rating scales. 

19.2%
1.6% Quarterly

Semi-Annually

Annually

other

40%
40%

Most companies assess employee  
performance once or twice a year The three methods of evaluation

HUMAN CAPITAL MANAGEMENT

Stack 
ranking

10%
Rating 
scales

61%
360 degree 
feedback

46%
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As companies grow in size, employee engagement becomes a 
more critical component to an HR team’s retention strategy. 
Employees who feel valued by their company produce higher 
quality of work and are more likely to stay with the company, and 
even recommend others in their network to join.

Employee 
Engagement

“How should I 
measure the levels  
of engagement my 
employees have to 
their work and the 
company? Do I share 
findings with my 
employees?”

1.3

HUMAN CAPITAL MANAGEMENT
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under 50
employees

16%

50-99
employees

54%

100-499
employees

64%

500-999
employees

62%

1000+
employees

100%

Processes
Like formal Performance Management processes, our survey shows a direct 
correlation between the size of a company and whether they have formal 
processes in place for measuring employee engagement.

The majority of companies with fewer than 50 employees do not formally assess  
employee engagement, likely because smaller companies tend to work  
in closer quarters with fewer managerial layers and more transparency  
into individual engagement and job satisfaction. 

On a whole, fewer companies formally assess employee engagement compared  
to performance management, as it may be considered an ancillary metric to key 
company goals. However, high employee engagement has shown to contribute 
to increased employee retention and higher productivity.

Like performance management, larger companies have more established employee engagement processes

HUMAN CAPITAL MANAGEMENT



PAGE 18

Best Places to Work Survey

Gallup

Workplace Dynamics

7 Geese

Wufoo

Google Moderator

Pulse HR

Survey Analytics

Avatar

HR Innovative

Internal Tools
Culture Amp

Survey
Monkey Tiny

Pulse

Glint
ADP

Assessment Tools
Similar to performance management methods, the majority of companies utilize 
internally-developed tools such as Google Docs or paper forms. When companies 
adopt third-party platforms, there is a wide variety in use. 

As employee engagement metrics are generally not tied to individual employees but 
rather aggregated on a company-wide level, formal systems may not be necessary to 
track responses, as long as results can be compared across time to show trends.

Internal platforms are most commonly used for employee engagement

HUMAN CAPITAL MANAGEMENT
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YES
13%

87%
NO

Net Promoter Score (NPS)
The Net Promoter Score, or NPS, survey methodology asks one simple question: 
“How likely is it that you would recommend your company to a friend or colleague?” 
Survey takers are asked to rate their likelihood on a scale of 1 through 10, with 10 
being most likely to recommend. Respondents are then categorized into “promoters” 
or “detractors” based on their response.

This methodology has been growing rapidly for customer retention assessments,  
and we have seen some interest from Bay Area companies asking about this 
approach. Survey responses, however, show that its use as an employee  
engagement tool is still low.

Sharing Survey Results with Employees
Companies that take the time to assess for employee engagement tend to share all 
or selective results from their findings. Only 11% of companies keep survey results 
private from employees, and there is no significant difference between company size 
and the disclosure methods of survey results.

Usage of NPS survey methodology has not gained much traction

SHARE 
RESULTS

30%DON’T
SHARE

11%

SHARE SELECTIVE
RESULTS

59%

Most employers filter engagement findings before sharing with employees

HUMAN CAPITAL MANAGEMENT
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Domestic 
Benefits
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2.1

Introduction
Employer-sponsored health benefits have taken center stage in  
the past few years with various aspects of the Affordable Care  
Act taking effect. One of the most common questions Sequoia’s 
consultants answer when meeting with clients is, “How do my 
benefits compare to other companies in my space?” 

Ultimately, we see companies wanting to be in line with their peers 
who are competing for the same talent pool. 

We are seeing more and more companies treat the richness of their 
benefits package as less of a differentiator and more of mandatory 
offering in terms of recruitment and retention. Particularly in the Bay 
Area, employers want to measure up to the employee benefits 
benchmarks to meet employee expectations. Often, the bar is set 
very high.

DOMESTIC BENEFITS

“How do my benefits 
compare to other 
companies in my space? 
What trends are 
emerging in healthcare 
that I should know 
about?”
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Employer Cost for Benefits
Costs for employee benefits, which includes all health plans, life, and disability benefits, ranged from under $6,000 
annually per employee to over $10,000.

Small to mid-sized employers (under 100 employees) that use a PEO to administer employee benefits, are paying less 
per employee for health benefits due to the collective pooling of that PEO. 

 11%  11%
13%

7%  6%

 24%

< $
6,000

$6,000 - $
6,999

$7,0
00 - $

7,9
90

$8,000 - $
8,999

$9,000 - $
9,999

> $
10

,000

Most employers pay over $10,000 annually per employee on 
benefits alone

< $
6,000

$6,000 - 
$6,999

$7,0
00 - 

$7,9
90

$8,000 - 
$8,999

$9,000 - 
$9,999

> $
10

,000

10% 11%

0%

11%

20% 21%

30%

16%

0%

5%

40%
37%

Companies under 100 
employees using a PEO

Companies under 100 
employees not using a PEO

Average 
per employee 

per year

$8,500.00

$8,842.12

PEO

non-PEO

Small to mid-sized employers on PEOs save an average of $342 per 
employee per year on health benefits

DOMESTIC BENEFITS
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Striking the right balance between how much the company pays and how much  
the employee is responsible for plays a role in business planning, recruitment, and 
retention. The preferred method of cost sharing, and the one that we recommend  
to employers, is to cover a percentage of the total premium, passing along the 
remainder to the employee, if applicable. This has the advantage of taking into 
account yearly healthcare increases, allowing the company to absorb more of the 
cost in proportion to the total premium. 

We have seen an increase in companies providing “total compensation statements” 
that outline not only the employee’s wages, but also how much the company is 
paying into the employee’s healthcare plans. Employees often do not know how 
much the total premium is for their healthcare and thus do not take that figure into 
account when calculating their total compensation. This is an effective tool to 
educate employees and show the actual value of company-sponsored benefits.

Employer contributes 
flat dollar amount

Employer contributes 
percentage of 
premium on any 
available plan

Employer contributes 
percentage of premium 
on a base plan, and 
employees can buy-up 
to richer plans

62%

22%

16%

Breakdown of Contribution Strategies

DOMESTIC BENEFITS
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DOMESTIC BENEFITS

Employer Contributions
59% of all responding companies, tech and non-tech alike, cover the entire healthcare premium amount for employees, 
which easily makes healthcare benefits one of the most valuable benefits these employees receive. 

TE
CH

50-99 employees

< 50 employees

100-499 employees

500-999 employees

100%
covered

46%

58%

55%

59%

45%

65%

54%

100%

95%
covered

9%

0%

0%

6%

18%

4%

15%

0%

90%
covered

18%

0%

18%

29%

27%

22%

23%

0%

85%
covered

18%

0%

18%

0%

9%

9%

8%

0%

80%
covered

9%

25%

0%

6%

0%

0%

0%

0%

Other

0%

17%

9%

0%

0%

0%

0%

0%

Average

93%
90%
92%

96%
95%

96%
96%

100%1000+ employees

N
O

N
-T

EC
H

50-99 employees

< 50 employees

100-499 employees

100%
covered

0%

27%

6%

8%

17%

9%

8%

25%

90%
covered

0%

0%

6%

0%

13%

9%

8%

0%

80%
covered

30%

9%

12%

18%

4%

0%

8%

0%

70%
covered

0%

0%

18%

0%

30%

0%

39%

25%

60%
covered

10%

9%

12%

8%

0%

18%

8%

25%

50%
covered

20%

18%

24%

33%

17%

18%

0%

0%

0%
covered

20%

18%

0%

33%

0%

9%

0%

0%

Other

20%

18%

24%

0%

17%

36%

31%

25%

Average

57%

64%

69%

43%

76%

61%

76%

76%

TE
CH

50-99 employees

< 50 employees

100-499 employees

500-999 employees

1000+ employees

N
O

N
-T

EC
H

50-99 employees

< 50 employees

100-499 employees

Employer 
premium 

contributions 
for employee 

coverage

Employer 
premium 

contributions 
for dependent 

coverage
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DOMESTIC BENEFITS

Preferred Provider Organizations (PPOs)
Traditional PPOs continue to dominate employee benefits packages, with 93.2% of 
companies offering at least one such plan design. 56.5% reported offering one PPO 
plan, while 35.7% offered 2 or three. Please note that these PPOs are not considered 
HSA-eligible high deductible plans, which are covered in a separate section.

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

Copay 
(Primary / Specialist care)

30-day prescription drugs 
(generic/preferred/non-preferred)

$250 / $750 $500 / $1500 

10% 20%

$2,250 / $4,500 $3,500 / $7,000

$20 / $20 

$10 / $20 / $40 $5 / $30 / $50

$30 / $30

Most popular

PPO
2nd most popular

The most popular PPO plan designs have the following in-network criteria:
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High-Deductible Health Plans (HDHPs)
High-deductible health plans, HDHPs, paired with HSAs are currently offered by 
51.2% of companies, a significant 10% increase from 2014. 

When companies offer HDHPs, the vast majority (89%) only offer one option.  
The most popular plan design is broken down below.

HDHPs are eligible for health savings accounts, and companies often help employees 
manage their high upfront costs by contributing to their HSAs. 

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

30-day prescription drugs 
(generic/preferred/non-preferred)

Company Contribution

$2,500 / $5,000

0% 
(after deductible is met)

$3,500 / $7,000

$10 / $30 / $50

$1,250 / $2,500 

Most popular

HDHP

25.4% of employers do not contribute 
to employee HSAs. 

63.2%
74.6%

2015
2014

$1,376 
The average amount 

employers contribute to 
employee HSAs

More companies are contributing to employee HSAs

HSA Employer contributions

The most popular HDHP plan designs have the following in-network criteria:

DOMESTIC BENEFITS
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DOMESTIC BENEFITS

Health Maintenance Organizations (HMOs)
64.7% of companies offer at least one HMO option, including Kaiser plans, to their employees, making it second in popularity 
after PPOs in a company’s portfolio of medical plans. Though strictly speaking, Kaiser is an HMO plan, it operates under a more 
specific set of network access rules, so we have broken out the most popular Kaiser plan details separately.

Deductible 
(single/family)

Coinsurance

Annual out-of-pocket max 
(single/family)

Copay 
(Primary / Specialist care)

30-day prescription drugs 
(generic/preferred/non-preferred)

none none

none none

none none

none none

Most popular

Top 2 Non-Kaiser HMO
 Plan Designs

2nd most popular

$1,500 / $3,000

$20 / $20

$10 / $25 $5 / $30

$30 / $30

$3,000 / $6,000

Most popular 2nd most popular

Top 2 Kaiser HMO
 Plan Designs

$1,500 / $3,000 $2,000 / $4,000

$10 / $10 $20 / $30

$10 / $20 / $40 $15 / $30 / $50

The most popular plan designs have the following criteria:
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Dental Benefits
Though once considered ancillary benefits, dental plans have 
become a critical offering to round out an employee’s 
comprehensive benefits package. From last year, we have seen 
a 2% increase from historically high levels in the number of 
companies that offer employees at least one dental plan.

Though we have seen the popularity of dental HMOs decrease 
year after year, 11% of companies still offer HMOs as part of 
their portfolio of benefits for employees to choose from. 

The most common plan design has stayed the same from 2014 
with one exception: coverage for orthodontia has increased 
from 60% of respondents in 2014 to 78.4% in 2015.

97%
 of companies offer 

dental benefits in 2015

Deductible

Annual maximum the plan 
will pay 

Diagnostic coverage

Basic coverage

Major coverage

$50 $25

$1,500 $2,000

Most popular 2nd most popular

100% 100%

90% 80%

60% 50%

Dental Plan

The most popular dental plan designs have the following criteria:

DOMESTIC BENEFITS

78%
 of companies offer

orthodontia
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Vision Benefits
Similar to dental coverage, vision benefits saw a surge in 
popularity, increasing by 8.5% from 2014. 

Plan designs for vision coverage are typically much simpler 
than medical and dental, employing fixed copays for services 
rather than a percentage of costs.

95%
 companies offer 

vision benefits 
in 2015

Exams copay

Exams frequency

Materials

Lenses frequency calendar year

Frames frequency other 
calendar year

$10 $20

Every 12 months

Every 12 months

Every 24 months

Every calendar
year

Every calendar
year

Every other 
calendar year

Most popular 2nd most popular

$25 $20

Vision Plan

The most popular vision plan designs have the following criteria:

DOMESTIC BENEFITS
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Additional Benefits –  
Life and Disability
In addition to healthcare benefits, a vast majority of companies 
also offer employees life and disability insurance to protect 
them from unforeseen circumstances. Most companies begin 
to offer life and disability insurance after they have exceeded 50 
employees, with short-term disability being the last benefit to be 
offered (particularly since California has its own state disability 
insurance). However, with many companies expanding out of 
the state, offering a full package of life and disability becomes 
more of a requirement.

Among the companies who offer life insurance, the most 
common benefits are equal to the employee’s salary up to 
$250,000 or twice the employee’s salary up to $500,000. In 
addition, 30% of companies also offer a voluntary life insurance 
policy that employees can purchase independently for 
additional coverage. This type of coverage is typically offered 
when executives are hired and request additional life insurance 
coverage. While this adds an administrative burden for HR 
teams who must monitor participation levels in order to meet 
the minimum requirement and manage enrollment, the 
availability of voluntary life insurance plays a role in rounding 
out a company’s total benefits package. 

$15
0,000 - 

$199,000

$200,000 - 
$249,000

$250,000 - 
$399,999

$400,000 - 
$499,999

$500,000 - 
$1,000,000

> $
1,000,000

$10,000 - $24,999

$25,000 – $49,999

$50,000 - $74,999

$75,000 - $99,999

> $100,000

Multiple of salary*

Flat amount*

Maximum Amount

5%

60%

26%

4%

6%

54%

1x
salary

52%

1.5x
salary

3%

3x
salary

3%

2x
salary

43%
80%

5% 5%

52%

0% 3%

36%

* 34% of respondents offer both flat amount and multiple of salary plans.

Majority of companies base the amount available under the life insurance policy off of the 
employee’s salary

DOMESTIC BENEFITS
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Disability Insurance
Disability benefits correlate directly with how many employees a company 
has. For both short-term and long-term disability benefits, we saw 
consistency in coverage amounts. Short-term disability benefits were 
offered at 60% of the employee’s salary for 12 weeks with a maximum  
of $2,500 a week. Long-term disability benefits were also capped at 60% 
of the employee’s salary, but there was an almost-even split between 
$10,000 and $12,000 as the maximum monthly amount.

Yes NoLong-term disability

< 50 employees

50-99 employees

100-499 employees

500+ employees

62%

73%

93%

92%

38%

27%

7%

8%

Yes NoShort-term disability

< 50 employees

50-99 employees

100-499 employees

500+ employees

38%

59%

82%

100%

62%

41%

18%

0%

As companies grow larger, disability insurance becomes essential

DOMESTIC BENEFITS
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Global
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3.1

Introduction
This year, over half of our survey respondents either currently  
have employees working abroad or have active plans to expand 
internationally. Compare the 54.9% of global companies this  
year with 29.6% from our 2014 survey, and it is clear just how 
strategically important it is to establish a global presence.

With this increased international growth also comes unique 
challenges that exclusively-domestic employers may not face to  
the same extent, such as local regulations and a geographically 
disparate company culture.

Despite the hiring surge abroad, a vast majority of companies still 
said that the focus of their hiring will remain within the U.S. 12% of 
companies who said that the majority of hiring will take place 
outside the U.S. were all identified as technology companies.

<50 employees

50-99 employees

100-499 employees

500-999 employees

1000+ employees

39%

46%

70%

100%

100%

Global 
employees

✔

No global
employees

✘percentage of 
companies surveyed 

who have gone 
global

55%
Tech

Tech

Non-Tech

62%

38%

80%

Non-Tech 20%

Tech companies are firmly leading the global expansion

Tech companies with over 500 employees have all gone global

GLOBAL BENEFITS
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Growing Pains: A Complex 
Global Benefits Landscape
Because countries have different regulations on what should 
be offered to employees, and because different benefit plans 
are needed to cover employees working outside of their 
home country, global benefits strategies can quickly grow in 
complexity. The main three categories of global employees 
include (1) expatriates, third-country nationals, and 
inpatriates (all of which are employees working outside their 
home country for more than six months), (2) employees 
traveling abroad for work for shorter trips (up to 6 months), 
and (3) local country nationals. Each category presents 
unique challenges and requires novel benefits solutions.

Of the companies who do have international employees or 
those who travel internationally, our survey showed that less 
than half of them offer protection to those employees. As 
companies grow, this global scaling becomes a potential 
area of risk by introducing coverage gaps. Just as important 
as global expansion is to a company’s business strategy,  
so should be the strategies used to protect those employees. 
Employees left without coverage find themselves having to 
navigate different languages and medical systems, and they 
will most likely have to pay treatment expenses out of pocket 
in local currencies.  

United Kingdom
Germany

Canada
Australia

Japan
France

China
Singapore

India
Netherlands

Ireland
Brazil

Hong Kong
Mexico

Switzerland
Israel
Spain
Dubai

Philipines
Sweden

Russia
Italy

New Zealand
Poland

Hungary
Korea

Ukraine
Nicaragua

Finland
Denmark

Argentina
Chile

Portugal
Cyprus
Finland

Indonesia
Malaysia

Turkey
Slovenia

Taiwan

47
35

28

28

9

6

7

6

5

5

4

4

3

3

3

3

2

2

1

1

1

1

1

1

1

1

1

1

1

1

1

1

27
25

19

17
14

10

18

18

Less 
than half

offer coverage 
for global 

employees 

55%
of companies 

have gone 
global

Survey respondents reported a combined 40 countries where employees are based

GLOBAL BENEFITS
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Expatriate / Third-Country 
National Plans
48% of survey respondents this year reported having employees 
who are classified as expatriates (U.S. employees living and 
working outside of the country for more than six months) or 
third-country nationals (non-U.S. employees working and living 
outside of their country of citizenship for more than six months). 
These employees are best covered by expatriate/TCN plans 
which comply with local laws and regulations but are also global 
in nature and provide cover in employees’ home and host 
countries. These plans can also be used to cover inpatriates 
(non-U.S. employees working and living in the U.S.).

Expatriate/TCN plans have great flexibility depending on what  
the company chooses to offer. Medical benefits are the most 
common, but many plans are designed to replace domestic 
benefits packages.

Benefits that are not as consistently replaced are Life, AD&D,  
and disability insurance. While 70-80% of respondents stated  
that they offered these benefits to their U.S. employees, 37% 
offered them to expatriate and third-country national employees. 
In some instances, when employees remain on U.S. payroll and 
carriers consent, expatriate employees maintain coverage via 
domestic benefits.

GLOBAL BENEFITS

100%
100%

Medical

Prescription drug
coverage

Vision

Dental

Orthodontia

Medical evacuation
and repatriation

Life and AD&D

Long-term disablilty

Security / political
evacuation and

repatriation

Pre-trip assistance

100%

100%
95%

37%*

21%*

79%

79%

0.5%

Expatriate and TCN plans generally mirror domestic employee benefits packages

* Represents coverage within expatriate and TCN plans only; some employees receive this benefit via domestic plans 
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Business Travel Benefits
In addition to having internationally-based employees, 31% of responding 
companies often send employees to travel outside their home country 
for short periods of time (less than 6 months) on business. For these 
types of employees, while they do not need a comprehensive benefits 
package like expatriates or TCNs, they do need protection from 
unexpected mishaps, illnesses, or emergencies while on a trip.

For employees with unexpected medical needs while traveling 
internationally, a Business Travel Medical plan would provide  
coverage for them to deal with unexpected medical needs.

Medical

Dependent coverage

Sojourn/ 
leisure trip cover

Life and AD&D

Security/Political
evacuation 

& repatriation

Medical evacuation
and repatriation

100%

100%Emergency dental

92%

28%

3%

30%

69%*

Typical business travel medical plan features

less 
than half

of these companies have 
business travel plans
for these employees

1/3
of companies currently 

have employees traveling 
internationally on 

short-term business

* Represents coverage within business travel medical plans only; some employees receive this coverage via  
   business travel accident benefits

≤ $100k

$101-200k

$201-300k

$301-400k

$401-500k

24%
14%

35%

0%

27%

Business travel medical coverage amounts

GLOBAL BENEFITS
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Typical business travel medical plan features

Business travel medical coverage amounts

Half of all respondents who offered business travel accident coverage said that they 
were not sure about whether they offer the flat amount or the multiple of salary. 

With international business travel becoming commonplace, it is more important to 
know the details of both business travel medical and business travel accident plans 
in order to strategize effectively on global expansion.

For accidents that occur while on business travel, coverage is based on the type of 
accident and the loss suffered as a result. 

These plans pay out a principal sum as either a flat amount up to the plan 
maximum or a multiple of the employee’s salary up to the plan maximum.  
The benefit is paid directly to the employee or to his or her beneficiaries.

Maximum flat amounts were evenly split between $500,000 and $1,000,000,  
while the majority of employers who offered multiples of salary offered twice  
the employee’s annual salary as the maximum amount of the business travel 
accident benefit.

While flat amounts offer simplicity of plan design, they do not account for salary 
differentiations across the global workforce. A $500,000 maximum might not be 
generous to an employee in the U.S. but would be exceptionally generous to 
employees working in lower income countries.

Additional Benefits
As companies hire employees around the globe, a unified company culture can 
be the key to bringing employees together and building morale. To help with this 
effort, many companies are ensuring that the perks and benefits offered to their 
domestic employees are also given to those working abroad.

84%

16%

The majority 
opt for a flat 

amount
48%

of companies with 
employees who travel 
internationally have a 

Business Travel 
Accident plan

Flat amount

Multiple of salary35% BTA for all 
employees

13% BTA for U.S.
employees only

Flexible 
hours

Commuter
benefits

Company-paid
meals

Wellness

Company
swag

Unlimited
PTO

Subsidized gym 
memberships

Fully stocked
kitchens

Happy hours

Volunteer 
programs

Tuition 
assistance

Housing
reimbursement

Taxi
reimbursement

On-site
massage

Pet-friendly
office

Common perks offered to international employees

GLOBAL BENEFITS
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4.1

Introduction
As the government scales back on retirement aid programs, employer-
sponsored 401(k) plans, more than any other retirement vehicle, have 
risen to fill the void. For example, 93% of companies who participated in 
our survey offer an employer-sponsored 401(k) plan, a stark contrast  
to the 2.4% offering a traditional pension plan. 

401(k) plans are the primary, and sometimes only, savings vehicle used 
by employees to constructively build adequate financial security after 
retirement. 401(k) plans have become such an essential component of 
employees’ financial wellbeing that our survey showed all companies 
with over 500 employees offering such a retirement vehicle.

401(k) RETIREMENT PLANS
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under 50
employees

50-99
employees

100-499
employees

500-999
employees

1000+
employees

1000+
employees

77% 100% 100% 100%96%

Percentage of companies offering 401(k) plans to employees

401(k) RETIREMENT PLANS

401(k) Plan Details
96% of respondents reported offering an employer-sponsored retirement benefit plan. 
Those not offering a plan cited cost and company size as primary concerns. 

Among the companies that sponsor a 401(k) plan, 80% offer both Traditional and 
Roth options to give employees additional flexibility. 33% have set up auto-
enrollment, an increase from prior year. Those who have not adopted auto-enrollment 
cited uncertainty about whether employees would like the opt-out approach.

3% default election rate most common among  
respondents with auto-enroll

1-2% default election rate

3% default election rate

4% default election rate

5% default election rate

3%

46%

16%

29%

No
auto-enroll

67%
Yes 

auto-enroll

33%
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401(k) RETIREMENT PLANS

Company Match and Vesting
Across all size segments and industries, we found that the majority of employers still 
do not match employee contributions. However, there was a noticeable increase from 
last year’s statistic of 24% that offer a match. 

Our experience in working with HR professionals has shown that for job candidates 
considering multiple offers, with all else comparable, a 401(k) plan, especially one 
that offers a company match, becomes a deciding factor.

Of the companies that currently do not match, the majority have no plans to begin a 
matching program in the near future. Only 6.4% of companies are considering a 
matching program within one year, and 24.4% considering one within three years. 

For companies that do match, there is a wide range of amounts and formulas used.

Vesting schedules are commonly used as a method to encourage employee 
retention. Vesting on employer contributions adds additional motivators for 
employees to stay with the company for a set amount of time in order to fully realize 
the value of their company contributions. However, the majority of companies 
surveyed favored more lenient vesting practices. 63% of companies reported having 
no vesting schedule on company contributions.

Most common formulas match 100% of deferral  up to a preset maximum

All of deferral 
(up to percentage of compensation)

All of deferral 
(up to preset amount)

Half of deferral 
(up to percentage of compensation)

Other

40%

40%

17%

3%

No match

69%
Yes match

31%

Majority of companies do not use vesting schedules

25% of the match vests each year

33% of the match vests each year

50% of the match vests each year

100% of the match vests each year

55%

27%

9%

9%

Immediate

63%
Yes 

vesting

37%
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Recordkeepers
401(k) plan recordkeepers keep track of employee contributions, 
employer contributions, withdrawals, loans, statements, and 
often manage plan-level compliance and participant support, 
making recordkeeper selection one of the company’s most 
crucial decisions when managing a 401(k) program. 

Of the companies we surveyed, we found 21 different 
recordkeepers in use, but five vendors emerged as dominant 
players. Key factors cited for deciding on a specific 
recordkeeper included payroll integration and employee 
experience. 

Satisfaction with these recordkeepers ranged from neutral to 
positive.

ADP 401(k) 

21.4%
Fidelity

20.5%

Ascensus/
Vanguard 

(small market)

17.1%
Paychex 401(k)

Great West

6.8% 5.1%

0 1 2 3 4 5

Fidelity

Ascensus

ADP

Paychex

Great West

4.09

3.45

3.16

2.88

2.83

Top five 401(k) plan recordkeepers

Fidelity leads in user satisfaction scores (5-point scale; 5 = highest satisfaction)

401(k) RETIREMENT PLANS
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Eligibility
Fortunately for employees starting new jobs, more than half of companies 
who responded to our survey do not impose a waiting period, meaning 
employees can make 401(k) contributions starting with their first paycheck.

For potential employees looking to join a company, knowing that they will 
not have to put their retirement saving on pause is an added incentive to 
make the move.

Immediate eligibility is the most common policy

Immediate eligibility

After 1 month of service

After 3 months of service

First of the month following start date

Other

56%
17%

11%

8%

9%

401(k)

401(k) RETIREMENT PLANS
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Participation
Companies in the technology sector see a much lower 
participation rate compared to their non-tech counterparts. 
Likely factors leading to this lower participation are average 
employee age, perceived opportunity costs, and other financial 
demands such as student loans, consumer debt, and lifestyle. 

Employee participation in 401(k)

Non-tech companies report significantly higher employee participation

100% participation 5%

75 – 99% participation 30%

50 – 75% participation 32%

25 – 50% participation 18%

< 25% participation 15%

100% participation

75 – 99% participation 

50 – 75% participation 

25 – 50% participation 

< 25% participation 

8%

58%

21%

4%

8%

4%

21%

36%

22%

17%

tech non-tech

401(k) RETIREMENT PLANS



PAGE 45

Participant Education
While mass media has covered the importance of retirement planning as  
a concept, employees still may not know exactly how a 401(k) plan helps 
them in retirement. Additionally, they feel uncertain how to navigate all  
the various investment options that are available to them and how to  
best tailor their individual investments to suit their goals and risk profile. 

Educational materials come in various formats, the most popular being 
on-site group meetings and communications via email. Our survey found 
no significant correlation between the format of educational materials and 
participation rate. 

Email is most convenient and widely used format for 401(k) communications

Email
75%

Live 
Webcasts

12%

On-site 
Group Meetings

63%

1:1 meetings
38%

Pre-recorded
videos

9% Company 
intranet/
Wiki page

4%

401(k) RETIREMENT PLANS
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5.1

Introduction
Bay Area tech companies are regularly highlighted in nationwide 
publications for the kinds of employee perks they offer, such as 
personal travel stipends and on-site laundry services. Not only  
do these perks attract top-tier talent, in conjunction with strong 
compensation and employer-sponsored health benefits, but they 
prove the investment a company is willing to make in its employees. 

In addition, these kinds of ancillary benefits act as a demonstration 
of the values a company tries to instill in its culture. Most 
importantly, they are meant to keep employees happy and make 
their lives easier, both at work and at home.

Technology companies continue to broaden their experimentation 
with new and innovative perks, from on-site personal services such 
as dry cleaning and haircuts, to concierge doctor’s office visits and 
fitness programs.

COMPANY PERKS AND CULTURE
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5.2

Wide Variety of 
Perks to Entice 
Employees
The most common perks cited by companies included casual 
attire and flexible working hours, both of which contribute to the 
blurring lines of work and personal life. It is important to highlight 
how technology companies are driving the availability and variety 
of these perks. For example, 68.9% of tech companies offer some 
kind of on-site recreational activity, such as ping pong or a dart 
board, compared to only 17% of non-tech companies.

Casual attire

Flexible working hours

Company-branded swag

Company-sponsored 
happy hours

On-site recreational activities 
(pool table, ping-pong)

Off-site recreational activities 
(softball leagues, sports clubs)

Pet-friendly office

Game nights

Tech Non-tech companies

On-site personal services 
(dry cleaning, haircuts)

82%

83%

83%

71%

69%

17%

9%

41%

36%

39%

0%

0%

35%

15%

96%

26%

83%

39%

Tech companies are leading the way with company perks

COMPANY PERKS AND CULTURE
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Working From Home
Technology makes working remotely much easier than 
it was even 10 years ago. Whether to handle personal 
business or ease the commuting pressure of Bay Area 
traffic, working from home offers ultimate flexibility and 
promotes trust amongst management and employees. 
As one respondent reported, “As long as the work gets 
done, employees can work from home as needed with 
no prior approval.” 

Also, as more and more companies implement flexible 
hours and untracked PTO policies, working in an office 
setting versus working at home becomes a gray area. 
Employees are often checking email remotely, whether 
at home or in transit, and they also often have the 
flexibility to take time during the day to address 
personal needs such as doctor appointments.

84.2% of all companies surveyed allow employees  
to work remotely, with no significant difference between 
company industry or size. Most companies, 62.6%,  
do require prior approval from a manager, however.

Interestingly, for companies that do have a work-from-
home policy in place, fewer employees actually utilize 
this benefit.

< 50
employees

50-99
employees

100-499
employees

500-999
employees

1000+
employees

up to 1/4 of employees work from home

1/4-1/2 of employees work from home

over 1/2 of employees work from home

68%

19%

13%

71%

16%

13%

62%

32%

6%

80% 75%

20%

0% 25%

0%

Employees who work from home, by company size

COMPANY PERKS AND CULTURE
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Commuter Benefits
For the majority of workers who commute daily to work, 
companies offer a wide variety of benefits to ease both the 
stress and financial impact this causes. Pre-tax payroll 
deductions are the most common benefit offered at 74% of all 
respondents, and this is partially fueled by local regulations 
mandating that companies of a certain size offer commuter 
benefits to their employees. Employers also benefit because 
these amounts are excluded from the company’s payroll taxes.

Other benefits include reimbursement for public trans por tation 
(15.3%), parking (18.1%), after-hours taxi service (10.2%), and 
company-sponsored shuttle buses (4.0%). 

Continuing Education
Perhaps a lesser-utilized but equally important benefit that 
companies can offer employees is assistance with or 
reimbursement for job-related education expenses. Employers 
stand to benefit in a number of ways:

• Promotes a well-trained workforce
• Attracts employees who are looking to hone existing skills and 

develop new ones
• Inspires employee loyalty and prevents burnout

The majority of companies (58.1%) offer easily accessible 
resources to employees, such as an on-site library or online 
training demos, webinars, company wiki, etc. While most of these 
resources are specific to the company’s services or products, a 
smaller percentage (26.4%) also offer tuition assistance that 
employees can use more flexibly. 

Whether categorized as tuition assistance, reimburse ment, or 
professional development allowances, this type of benefit 
subsidizes an employee’s education outside of work, often at 
accredited institutions and for 
courses related to the employee’s 
line of work. Employees looking to 
pursue post-graduate degrees or 
obtain certifications will find this 
policy the most beneficial as it helps 
them minimize the financial impact 
of reaching their personal goals.

$3,374
Average annual amount of 
offered tuition assistance

COMPANY PERKS AND CULTURE
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Food and Beverage
Tech companies have a reputation for offering employees food and 
drinks at the office. Our survey shows that 88.4% of companies reported 
that they offer a “stocked company kitchen,” but more importantly, we 
are seeing a trend moving towards healthier food options. In working 
with some of our clients, we see a pairing of on-site food and drinks with 
more nutritional education. 

Our survey also showed a significant difference between how tech and 
non-tech companies handle this employee perk.

For these companies with stocked kitchens, the majority of companies 
(68.6%) order weekly regardless of company size. 17% reported that 
orders are made on an as-needed basis. Generally, companies find that 
having a set order schedule reduces the administrative burden of having 
to monitor supply levels.

In addition to providing snacks and drinks, many companies offer meals 
to employees when they are working.

Only 5.8% of companies do not offer any type of sponsored meals to 
employees but 71.4% of these companies still offer a stocked kitchen.

Tech companies led the way in sponsored meals in nearly all frequency 
categories, totaling 76.4% of companies offering employee meals with 
some regularity compared to 30.4% of their non-tech counterparts.

94%
52%

tech

% of companies offering 
stocked kitchens

non-tech

Stocked kitchens are a staple with tech companies

Not offered

Daily

Three times per week

Twice per week

Once per week

On occasion, no formal schedule

6%

33%
  9%
11%
18%
24%

37% 94% 23%
LUNCHBREAKFAST DINNER

Lunch is the most offered meal, but breakfast and dinner are gaining

Not offered

Daily

Three times per week

Twice per week

Once per week

On occasion, no formal schedule

5%

36%
10%
12%
18%
19%

13%

13%
0%
0%
17%
57%

Tech Non-Tech

Meals are a notable component to the tech employee perks package

COMPANY PERKS AND CULTURE
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Holiday party

Summer picnic

Employee off-sites or retreats

Employee “life events” celebrations

Company anniversary event

89%
67%

60%

50%

26%

Percentage of companies hosting employee events

5.3

Company-Wide 
Events
To further assist with team-building and promote a harmonious 
company culture, many organizations host a variety of all-
employee events. Results are consistent across all company 
sizes. Some events are large-scale, annual events, which can take 
significant resources and planning, but many companies hold 
smaller celebrations, such as off-sites or parties for employee 
milestones, and these happen more frequently throughout the 
year with less impact on the budget.

COMPANY PERKS AND CULTURE
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Volunteer Programs
In addition to building an environment where employees can 
thrive, many companies reach further to help employees build a 
thriving community. Though formal volunteer programs and 
policies are still in the minority, there has been a sharp jump from 
data collected in 2014.

Volunteer programs take on a few different forms, with company-
wide volunteer opportunities being the most popular at 48.8%. 
This type of program serves two purposes: to participate in the 
local community, and to bring employees together to serve a 
short-term common goal, thus building morale and camaraderie.

Other policies surrounding volunteerism include:

• Additional time off specifically for volunteer work – 20.7%
• Company-wide “drives” for food, school supplies, and other 

donations – 18.6%
• Company matches on charitable employee donations – 7.3%

49%

22%
2014

2015

Companies that have volunteer programs - 2014 vs 2015

COMPANY PERKS AND CULTURE
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6.1

Introduction
Employer-sponsored wellness programs have grown ever more 
robust and comprehensive in this year’s survey. From humble 
beginnings in the early 1980s when companies went “smoke-free,” 
wellness programs have grown to become multi-faceted initiatives 
designed to keep the healthy and identify underlying health 
conditions for those who may not even be aware they have them.

Even companies without a formal wellness program often already 
have the necessary components to assemble one. From ergonomic 
assessments to healthy catered lunches to free carrier-provided 
resources, all of these offerings contribute to a happier, healthier, 
and more stress-free work environment. 

Many tech and non-tech companies in the area now have roles such 
as Head of People, Directors of Employee Engagement, or 
Head of Culture. These titles emphasize how important employee 
wellness has become, as well as how it has broadened to also 
include personal, financial, and social dimensions of wellness.

EMPLOYEE WELLBEING
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6.2

Carrier Wellness 
Resources
Carriers administering any company’s health benefits are incentivized to keep that 
employee population healthy in order to minimize claims costs. To help this cause, 
all carriers offer online resources with a wide breadth of information such as 
preventative care and personalized health coaching, the majority of which are 
completely free to both the employer and employee. 

Many carriers also offer resources to make health consultations much more 
accessible, such as 24-hour “nurseline” or telemedicine options where employees 
can call and speak with a registered nurse to find answers to their health 
questions. Others provide disease management programs designed to help those 
with chronic health diseases manage their conditions. Our survey showed a 
surprising majority of companies do not utilize these free resources.

The main reason reported for its lack of use stems from a lack of knowledge.  
79.8% of employers reported that they were not aware of the free resources 
available to them merely by using the carrier as the administrator for their 
benefits. Other responses ranged from “Not enough resources to devote to 
researching available resources” to “Not a priority at the moment.” 

A quick review of any carrier’s website can yield a trove of resources that 
employees can use as needed and potentially lower claims. Employers can 
pass on these valuable tools and information to employees to improve their 
health and wellbeing without impacting the company’s budget at all. 

“The wealth of information available on 
[the carrier]’s website is extremely 
helpful for us to pass along to our 
employees. It is an easy way for us to 
show our employees we care about 
them and their health beyond the 
workplace, and it doesn’t cost  
us any more than what we pay  
for benefits anyway.” 

 – HR Director of a software company, 100 – 499 employees

69%
of companies are 

missing out on free 
carrier resources

EMPLOYEE WELLBEING
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Biometric Screenings
Biometric screenings can serve as a valuable addition to the company-
sponsored health plans for two main reasons:

1. Employees can gather important data about their current health status, 
as well as uncover any underlying conditions they may not be aware of

2. Results of employee biometric screenings act as a guide for  
company-wide wellness initiatives

Administrators of biometric screenings ensure employee confidentiality 
by only providing aggregate data back to the employer, while giving 
employees a robust snapshot of their health status that they can take  
to their primary care physician as needed.

Currently, a minority of companies are offering biometric screenings,  
but its popularity is growing as companies plan for next year, with many 
looking to incorporate it into their overall benefits strategies.

For companies that use biometric screenings, employee participation 
varies, but leans on the lower side. There is an excellent opportunity here 
to motivate employees to utilize this company-sponsored program and 
educate them on the benefits of taking proactive steps to improve health. 

With employee biometric results in hand, several companies took action 
to improve employee wellness, such as stocking kitchens with healthier 
snacks or launching employee-wide “activity-based” challenges such as 
weekly walks or weight loss contests.

One respondent said, “We offered biometric screenings last year and  
they were very well received. We are doing them again this year and 
incorporating them into Wellness Week, along with vendor presentations 
and informational sessions.” Another reported, “Even though our 
screenings have not yet resulted in tangible programs, it has helped  
us shape our strategy for intervention implementation.”

Employee participation in companies who offer biometric screenings

32%

percentage of 
respondents who 

reported over half of 
employees participated. 

68%

percentage of
respondents who

reported less than half of
employees participated. 

 Only

25%
of responding 

companies offer 
annual

biometric 
screenings

of companies who do 
not offer biometric 

screenings are 
planning to offer 
them next year

  23%

EMPLOYEE WELLBEING
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Gym membership reimbursement

Common gym subsidies Gym and Fitness Subsidies
To support employees in their personal health and fitness goals, some companies 
provide subsidies or reimbursements for gym memberships and other qualified 
fitness-related expenses, such as personal training or group exercise classes.

A small number of companies opt to partner with local gyms or fitness centers in 
order to pass on a discount to employees who sign up independently.

Equinox

24 Hour
Fitness

Local
YMCA Org

Crunch

Club
Sport

Club 
One

$55.83
Average amount of monthly 

reimbursement
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Additional Wellness Offerings
Companies may think that they do not have a wellness program but, upon 
review, find that they regularly offer employees any number of the benefits 
listed in this section. Given how important health and wellness are in terms 
of overall employee retention and recruitment, the effort is well worth it to 
gather all these components together into a cohesive wellness program.

A study* conducted at Harvard University found that medical costs fall  
by about $3.27 for every dollar spent on employee wellness programs,  
which translates into reduced sick leave, higher productivity while  
employees are in the office, and generally lower stress levels in what  
can be a high-demand work environment. Ultimately, this leads to happier, 
healthier, and more productive employees.

Onsite flu shots 50%

Ergonomic evaluations 44%

Onsite massages 28%

Health fairs 25%

Company-wide health challenges 14%

Internal wellness newsletters 12%

Company-paid activity trackers/pedometers 5%

Incentives for healthy behaviors (cash) 5%

* Katherine Baicker, David Cutler, and Zirui Song, “Workplace Wellness Programs  
   Can Generate Savings” Health Affairs, February 2010
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ABOUT SEQUOIA

About Sequoia 
Sequoia Consulting Group is a national brokerage firm that is modernizing 
the benefits, retirement, and insurance experience for today’s fast-growing 
companies and their employees. We focus on the industry disruptors, the 
paradigm shifters, and the market leaders that are pushing their respective 
industries forward. We deliver a broad range of options and evolution 
paths to over 600 clients to help them continue to grow and reach new 
levels of employee engagement. www.sequoia.com

“Sequoia exists to come through 
for people who put their trust  
in us – no matter what.” 

 Greg Golub 
 CEO & Founder 
 Sequoia Consulting Group
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Interested in benchmarking your current plans against your peers? 
Email Sequoia at benchmarking@sequoia.com 

Copyright and disclaimer
By opening the 2015-2016 Employee Benchmarking Experience Report (the “Report”), you hereby 
agree as follows:

Sequoia Benefits and Insurance Services, LLC (“Sequoia”) is the exclusive copyright owner of  
this Report. This publication may not be reproduced, stored in a retrieval system or transmitted  
in whole or in part, in any form or by any means, electronic, mechanical, photocopying, recording  
or otherwise, without the prior written permission of Sequoia. 

The information in this Report does not constitute legal or tax advice and must not be relied on  
as an alternative to legal, financial or tax advice from an appropriately qualified professional. Any 
specific questions about any legal, financial or tax matter should be directed to an appropriately 
qualified professional. 

Sequoia does not represent, warrant or guarantee that the use of information in this report will lead 
to any particular outcome or result. Sequoia will not accept responsibility for any errors or omissions 
or any liability resulting from the use or misuse of any such information. 

This Report is confidential and has been prepared based on data collected through the 2015-2016 
Benchmarking survey series. This report was prepared carefully by Sequoia; please contact us and 
let us know of any information that may need correction.




