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Introduction

Attract top talent, provide 
unsurpassed benefits and create 

incredible workplace culture. 

The right team is imperative to guiding your business to attain its short and long-term 
goals.  But how do you attract talented individuals and differentiate your organization 
from others?  

With a competitive benefits offering. 

Whether a small, medium, or large business, having tangible rewards beyond 
financial compensation, such as fantastic health coverage, additional perks such as 
on-demand care, wellness initiatives, financial planning tools and mentoring can 
greatly change an employee’s life and loyalty to an organization. 

Under the Affordable Care Act businesses with more than 50 full-time employees are 
required to provide health insurance - but if you want to attract great talent, having 
more than just basic healthcare coverage is necessary.

Building a competitive benefits kit can be an overwhelming task.  There is a vast 
selection of health insurance plans, supplemental products, wellness services and 
plethora of vendors offering “innovative perks.”  So where do you begin and how do 
you choose?
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Identify Your Organization Values
Establish Values and Target Talent 

When selecting a benefits package, you need to identify 3 key factors:

1. Annual Budget
2. Size of Your Company + Projected Growth 
3. What Your Employees Value Most

The size of your organization may determine the size of your budget to create a 
competitive benefits package. However, it’s also important to understand what’s 
important to your current and prospective team to align your offering with your 
employees. 

Values

What is your mission statement and core values? If you haven’t identified those, this 
is a great time to brainstorm and develop them. Your benefits and perks should 
reflect your values and mission- this reinforces your brand- not only to employees 
but to consumers as well. 

Perform internal research. Survey employees on what benefits/perks/aspects of your 
company culture they are happy with, what their dream list is, and what they would 
want to change. Once you have all of this data collected, in conjunction with your 
budget, you can set out to create a compelling benefits offering. 
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Identify Your Organization Values
Establish Values and Target Talent 

What Makes a Benefits Package Competitive?

While organization values can guide your selection of the type of benefits to include 

in a package (i.e. – college loan repayment tools, babysitting services, credit 

monitoring, etc.), what exactly makes it competitive?

Salary
A competitive “Comp & Benefits” package includes base salary at market-rate or 

greater. A great alternative to bring up total compensation to be competitive with 

market rates when the budget may not be available to compete is to get creative 

with your offering to include comprehensive benefits with generous employer 

contributions, equity, bonuses, or commissions. 

Health Insurance
At a minimum, companies must offer medical coverage and often supplement this 

with dental, and vision to attract top candidates.  In addition you can easily enhance 

your basic offering to include short-term and long-term disability, general life and 

401(k) savings plans can help give you a competitive edge.

“To remain competitive in the 
talent marketplace, 1/3 of 

organizations increased their 
overall benefit offerings in the last 

12 months.”- SHRM

https://humaninterest.com/blog/what-defines-a-competitive-compensation-package/
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2017%20Employee%20Benefits%20Report.pdf
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Assess Your Current Benefits
Complete a Competitive Market Analysis 

Aside from offering market-rate salaries, it’s also pertinent to create compensation 
bands that match your organization’s industry. Research what your competitors are 
offering. 

Glassdoor.com provides an excellent scorecard to benchmark your organization 
against competitors. The template is a great way to see how you stack up if you 
don’t have access to compensation reports for your industry.  Search around on 
Glassdoor or competitor career pages to see what additional benefits and perks are 
being offered to attract talent in your space. 



Competitive Benefits Battle Card
Why our benefits offering wins out against our competition: 
Insert overview here. 

WHAT WE OFFER WHERE WE WIN
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Drop in our Glassdoor Benefits Summary Add details of what’s great about our insurance, health & 
wellness benefits

NOTES:
• XXX
• XXX
• XXX
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t Drop in our Glassdoor Benefits Summary Add details of what’s great about our financial & 
retirement benefits

NOTES:
• XXX
• XXX
• XXX
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Drop in our Glassdoor Benefits Summary Add details of what’s great about our family & parenting 
benefits

NOTES:
• XXX
• XXX
• XXX
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ff Drop in our Glassdoor Benefits Summary Add details of what’s great about our vacation & time off 

benefits

NOTES:
• XXX
• XXX
• XXX
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Drop in our Glassdoor Benefits Summary Add details of what’s great about our perks & discounts 
benefits

NOTES:
• XXX
• XXX
• XXX
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t Drop in our Glassdoor Benefits Summary Add details of what’s great about our professional support 

benefits

NOTES:
• XXX
• XXX
• XXX

© Glassdoor, Inc. 2018. 



WHAT [COMPETITOR] OFFERS WHERE [COMPETITOR] WINS
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Drop in their Glassdoor Benefits Summary: Add details about what’s great about their insurance, 
health & wellness benefits and how to address
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Drop in their Glassdoor Benefits Summary: Add details about what’s great about their financial & retirement
benefits and how to address

Fa
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g Drop in their Glassdoor Benefits Summary: Add details about what’s great about their family &
parenting benefits and how to address
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ff Drop in their Glassdoor Benefits Summary: Add details about what’s great about their vacation & 

time off benefits and how to address
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Drop in their Glassdoor Benefits Summary: Add details about what’s great about their perks & 
discounts benefits and how to address
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t Drop in their Glassdoor Benefits Summary: Add details about what’s great about their professional support 

benefits and how to address

STANDARD LANGUAGE AROUND WHY WE OFFER THE SPECIFIC 
BENEFITS WE OFFER:

Aligned with mission: Aligned with employee wishes identified using SurveyMonkey:

© Glassdoor, Inc. 2018. 
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Health Insurance Coverage 

As mentioned earlier, offering health, dental, and vision are commonly the baseline for 
standard benefits at most companies. Depending on the size of your workforce, and 
legal requirements (as per the Affordable Care Act, ACA), determine whether you have 
the budget to go above and beyond the minimum contribution percentages. Offering 
great coverage with higher employer contributions is a great catch for top talent. 

The vast majority of organizations offered health care coverage to full-time employees in 
2017, with 16% covering the full cost. There has been an increase in organizations also 
cost-sharing premiums for part-time workers, in addition to covering the cost of benefits 
for partners, spouse or family coverage. 

“Providing health care benefits to 
employees’ spouses and domestic partners 
is a strategy many organizations are using 
to help recruit and retain talent.”- SHRM

When evaluating the plans you offer, consider the carrier, the carrier tools (ie – mobile 
app, website, provider directory), and the types of plans for your employees. Is your 
employee population diverse enough that you should be offering two plans, ie – a high 
plan and a low plan?  Are you offering FSA or HSA accounts with seeding (company 
covered deductibles) if you have a High Deductible Health Plan? It’s important to 
understand your employee population and their health needs, as well as what is the 
most appropriate and cost-effective coverage.

In addition to medical, dental, vision, short-term and long-term disability, group life and 
AD&D, 401(k) plans, some additional life insurance buy-ups include pet insurance, legal 
assistance and student loan savings and repayment services are great add-ons. If 
you’re unable to contribute to the costs for such services, simply providing the resources 
for employees will go a long way.

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2017%20Employee%20Benefits%20Report.pdf
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2017%20Employee%20Benefits%20Report.pdf
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Financial Wealth:
401(k) and Student Debt

Financial wellness is a key pillar in overall well-being. 

Offering a 401(k) retirement plan (especially with a match) is enticing to many 
applicants, including the millennial and Gen Z workforce. The typical standard 
match is 3%, however those in tech sectors and enterprise organizations will offer a 
higher match percentage as an incentive to recruit top talent. 

Though, only 15% of companies with 5-99 employees offer a 401(k) plan- if you are 
on the smaller side consider offering a 401(k).  Alternatively there are other options 
to help with financial wealth. Look to other services that can help employees 
address student debt, overall debt, or learn to better manage their finances. 
Programs such as onsite financial coaches, lunch and learn seminars, company 
equity, or student loan/debt repayment options can all be great alternatives. 

Financial stress can take a toll on employees that can ultimately result in poor 
performance in the workplace. Consider including some form of financial wellness 
benefits to make your offering more competitive. 

https://humaninterest.com/blog/what-defines-a-competitive-compensation-package/
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Family Planning and Leave
Help Your Employees Help Their Families 

Since January 1st, 2018 New York State has increased the Family Medical Leave Act to 
paid time off for 8 weeks, job protection upon return from leave, and health insurance 
continuation while out on Paid Family Leave. Time off will be increased to 12 weeks by 
2021. 

While this is a great start, companies are looking to expand beyond the state-mandated 
offering. Competing with Google or Facebook isn’t always an option, but there are ways 
to show your employees you care about them and their families in a holistic, cost-
effective, and inclusive way. 

If you cannot offer longer paid-time off for new parents, think about how you can offer 
time-off or back-to-work ease for new parents. Many companies have implemented new 
policies that are more inclusive for all types of families and also include leave for 
adoption in addition to the birth of a child. Inclusive family benefits attracts diverse talent 
and increases retention. 

There are additional family planning and fertility benefits to consider for your employees. 
Some organizations offer egg freezing, IVF, and fertility benefits either through an 
insurance rider or third-party vendor. Other companies help new parents transition back 
to work with flexible schedules, assistance with child-care coverage/emergency 
coverage, or services to help ease feeding a young child. 

Image Source

https://paidfamilyleave.ny.gov/
https://www.mindflash.com/blog/infographic-baby-benefits-is-your-company-offering-enough-maternity-leave
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Vacation and Paid-Time-Off (PTO)
Time off can increase productivity and creativity

Providing adequate sick leave and vacation time for employees helps improve morale, 
wellness, performance, productivity, and retention. 91% of organizations paid some 
portion of unused paid vacation leave upon voluntary terminator, and 68% allowed 
employees to rollover some of their unused vacation time. 

However, there has been a surge in unlimited PTO/Vacation with start-ups that give 
employees the flexibility to take as much time as they need for sick days, without 
penalty. This gives employees empowerment to be mindful of their schedule and 
coordinate with their team. Giving unspecified time off can also reduce stress of an 
employee if they want to attend family events, such as a child’s play, or need a mental 
health day but don’t want to disclose that information to their manager. Additionally, 
this flexible time could also allow employees to travel but still work remotely when 
needed on large projects. As remote and flexible work offerings are becoming more 
common, this may be an enticing recruitment tactic for your organization. 

When considering your vacation, sick leave, and overall PTO policy, think about the 
structure of your organization. If you have a large hourly or part-time workforce, a 
more strict and structured PTO policy may be necessary. On the other-hand if you are 
in a highly competitive industry, unlimited vacation could be the best route for you. 

https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2017%20Employee%20Benefits%20Report.pdf
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Wellness Benefits

As wellness benefits are on the rise for many organizations, it’s important to understand 
the make-up of your company before implementing and offering wellness programs.

Understand Your Needs 
Survey your employees to understand what they are looking for in regards to wellness.  
Compare the feedback to your allocated budget (don’t provide unsustainable wellness 
perks) as well as your company values.  For example, if you value lifelong learning, 
looking into continuing education, education stipends, and a learning management 
systems for continued professional development and growth.

Implement What Makes Sense
Additionally, being smart with your wellness initiatives is also key to having high 
engagement. If your employee demographics are include health-conscious team 
members perhaps gym discounts and/or reimbursements are appropriate.  For others 
onsite biometric screenings, health coaches, or diabetes intervention programs may 
make more sense. 

Sustainability
Its important to understand that as your company scales, continuing with robust perks 
may not be financially feasible. Having a game room, great happy hours, and fun 
company outings may work for a company of 10 but if you grow to 100 may be cost-
prohibitive for office space and overall spend. By doing too much, too fast, wellness 
initiatives can be unsustainable, fail, and lead to disgruntled employees.  Temper 
expectations and the perks will feel more like a reward than something employees take 
for granted.

When starting a wellness program, start small and build. Identify a few key areas of 
wellness you want to focus on and design initiatives for each quarter that match those 
goals. Once you identify sustainable practices, advertise those on your careers pages 
for prospective employees, wellness initiatives are very attractive to top talent job 
seekers, as well as for the sustainability of your existing workforce. 
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Conclusion

Conclusion

Creating a competitive benefits kit can be challenging, especially due to 
budgetary constraints. However, by being strategic about it will help attract talent 
and improve business outcomes.  You will also have greater leverage to 
implement new offerings if you collect data and analyze employee results. 

While a fully-stocked kitchen, ping-pong table, and elaborate happy hours are 
fun, many employees look for rich healthcare benefits, tuition assistance, and 
companies that care about their work-life balance. Understand what is attractive 
and important for current and prospective talent to help identify the “must-haves” 
for benefits and perks. 

Once you understand your audience and how you stand against your 
competitors, you can create a highly attractive benefits package. 
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Key Take-Aways

1. Develop Core Values- Know what benefits reflect your 
organization’s mission and beliefs.

2. Interview Current Employees and Applicants- Collect data 
on what people want so your offering goes beyond what you 
think they want.

3. Understand Your Competitor’s Offering - See how you 
stack up against competitors to determine if you are on par 
with your benefits or are missing the mark.

4. Set a Budget and Roadmap for Your End Goal – Be 
realistic about your benefits so that they are sustainable.

5. Create a Completive Benefits Kit – Build a multi-prong 
offering.

6. Attract, Hire, and Retain Top Talent - Employees will 
appreciate a thoughtful package, which will be reflected in 
improved performance and their overall happiness. 
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Create a Compelling Benefits Offering

Sifting through benefits, varied vendors, and demos can be overwhelming. 
There are many choices when it comes to creating a competitive benefits 
package for your organization.  You don’t have to do it alone! 

MBL Benefits Consulting can assist you with this arduous process.  Our 
experienced benefits consultants will assist you to identify the best benefits for 
your organization that will integrate with existing technology and provide your 
company and its employees with a cutting edge offering.  Our vast experience 
has shown us what makes the most cost-effective and competitive benefits 
packages for various organizations. With over 20 years of expertise in the 
benefits and HR space, MBL Benefits Consulting provides a breadth of 
knowledge to guide your organization to find the most comprehensive benefits. 

For more information please contact:
Tracy Avin, VP, Business Development & Wellness 
tavin@mblbc.com


