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2014 benefits benchmarking
trendsb e n e f i t

Employee benefits provide an important fi-
nancial safety net for workers and also act 
as a recruitment, retention and engage-

ment tool for employers. Benefits comprise a 
significant percentage of total employee com-
pensation—31.5% of payroll costs, on average, 
and as much as 60% in some organizations, 
according to the International Foundation’s 
fourth Employee Benefits Survey. 

The 2014 survey uncovers detailed bench-
marking data from 571 organizations repre-
senting nearly 20 industries and ranging in 
size from fewer than 50 to more than 10,000 
employees. Employers reported on a vast 
range of benefit offerings including (but not 
limited to) retirement, health care, life insur-
ance, survivor benefits, voluntary benefits, 
paid holidays, vacation, paid-time-off banks, 
disability benefits, paid and unpaid leaves of 
absence, work/life benefits and executive per-
quisites.

Pension and Retirement Benefits
Two-thirds of respondents (68.4%) offer a 

defined benefit (DB) pension plan. In addi-
tion, 61% offer a defined contribution (DC) 
plan. Corporations are more likely than mul-
tiemployer and public employee plans to of-
fer DC plans but much less likely to offer DB 
plans. Corporate and public employee DB 
plans commonly use a final average earn-
ings formula to calculate benefits (61.8% and 
88.6%, respectively), while multiemployer DB 
plans more commonly use dollar amount for-
mulas (53.6%). Three in ten DB plans (30.9%) 
offer a lump-sum final distribution option, 
and one in five (20.6%) is integrated with So-
cial Security.

The most common type of DC plan of-
fered by corporations is a 401(k) plan (83%). 

Money purchase plans are most common in 
the multiemployer sector (40.6%), and 457 
plans are most common among public em-
ployee plans (73.3%). The most popular fixed 
match for DC plans is 50 cents per dollar for 
the first 6% of salary deferred by the partici-
pant. 

Automatic features have become very com-
mon in DC plans, the two most popular being 
target-retirement-date/lifecycle investment 
options and automatic enrollment. The most 
common default deferral rate for automati-
cally enrolled participants is 3%. With respect 
to distribution options, most DC plans (88%) 
offer a lump-sum option. About three in five 
(59.1%) provide installment payments, while 
nearly two in five (38.4%) make an annuity 
available.

Nearly four in five respondents (78.8%) 
offer a financial/retirement planning benefit. 
The most common types include education 
initiatives to enhance employee understand-
ing (55.1%), communication initiatives geared 
toward increased participation (54.4%) and 
retirement calculators (47.5%).

Health Care Benefits 
Nearly all responding organizations 

(98.2%) offer health care benefits. The most 
commonly offered plan is a preferred pro-
vider organization (PPO), at 73.1%. About 
half (51.9%) of public employee plans offer 
health maintenance organizations (HMOs), 
and nearly half (46.1%) of corporations offer 
high-deductible health plans (HDHPs) with 
health savings accounts (HSAs).

Nearly all cover dependents in their plans. 
These most often include biological (97.7%) 
and adopted (96.5%) children and opposite-
sex spouses (90.6%).
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When asked how their plans are 
funded, 67.1% reported their plans are 
completely or partially self-funded. 
Multiemployer and public employee 
plans generally offer more generous 
coverage with respect to premiums 
and deductibles. Compared with mul-
tiemployer plans, corporations and 
public employee plans are much more 
likely to offer health care flexible 
spending accounts (FSAs) (84.2% and 
71.7%, respectively). Common health 
care cost-management techniques 
include case management (69.6%), 
claims utilization analysis (65.3%), 
disease management (53.4%), claims 
audits (51.3%) and nurse advice lines 
(49.7%).

Among the nine in ten responding 
organizations (91.8%) that offer den-
tal benefits, the most commonly pro-
vided plan is a dental PPO (69.9%). 

As with health and dental coverage, 
nearly all (97.2%) responding corpo-
rations also offer prescription drug 
benefits. The most common cost-
management techniques used for pre-
scription drugs include three or more 
tiers for cost sharing (88.4%), a mail-
order drug program (80.4%) and the 
use of a drug formulary (63.9%). The 
most popular additional health ben-
efits offered are chiropractic cover-
age (76.2%), mental health benefits 
(75.2%), vision benefits (72.6%) and 
orthodontia (58.4%).

Disability and Life Insurance 
Benefits

Nearly four in five organizations 
(77.9%) offer short-term disability 
(STD) benefits, and 60.7% offer long-
term disability (LTD) benefits. More 
than half (57.3%) completely or par-

tially self-fund STD benefits, while 
only 19.9% of organizations complete-
ly or partially self-fund LTD benefits. 
More than four in five organizations 
(82%) use a fixed dollar amount for-
mula for LTD benefits, while 55.5% 
use fixed dollar amount formulas for 
STD benefits. Organizations com-
monly replace around 60% of earn-
ings with both STD and LTD benefits 
(STD benefits are slightly greater). 
STD benefits most commonly extend 
for 26 weeks, while LTD benefits most 
commonly extend to the age of 65 or 
retirement.

More than four in five organizations 
(83.8%) offer paid life insurance; a ben-
efit of one or two times earnings or a 
flat dollar amount between $20,000 and 
$60,000 is common. About two in three 
corporate and public employee plans 
(65.2%) provide survivor benefits to de-
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pendents upon an employee’s death. Access to an employee 
assistance program (EAP) is the most commonly provided 
survivor benefit, followed by the payout of accrued vacation, 
sick time or other paid time off. A majority of respondents 
(78.2%) offers at least one type of voluntary (employee-pay-
all) benefit; among these, life insurance (51.2%), critical ill-
ness/cancer insurance (33.8%), vision insurance (33.4%) and 
accident insurance (33.1%) are the most common.

Time Off and Work/Life Benefits
Among corporate and public employee plans, the most 

common amounts of vacation granted based on years of ser-
vice are ten days after one year, 15 days after five years and 
20 days after ten years or more of service. Nearly two-thirds 
(65.1%) allow the carryover of earned vacation or paid time 
off to subsequent years. Nearly all corporations (93.4%) of-
fer paid sick time; the average number of sick days offered 
is 10.8. About two in five organizations use paid-time-off 
(PTO) banks. On average, organizations offer nine paid 
holidays per year—most commonly Thanksgiving, New 
Year’s Day, Christmas, Independence Day, Memorial Day 
and Labor Day—plus one additional floating holiday.

Most corporations and public employee plans provide 
paid bereavement leave (89.1%) and paid jury duty leave 
(87.4%). Work/life benefits are also common—Dependent 
care FSAs are most popular, at 67.6%. Flexible work hours 
and/or compressed workweeks are available at 49.1% of 
responding corporations, and telecommuting is offered by 
41.2%.

Perks and Innovative Benefits
Corporations and public employee plans offer a wide va-

riety of at-work perks from the simple and common, e.g., 
coffee services (66.2%) and business casual dress codes 
(54.9%), to the rewarding and growth-driven, e.g., service 
award programs (42.3%) and educational assistance plans 
(37.9%), to the preventive and energizing, e.g., EAPs (70%) 
and on-site fitness centers (30.7%). Nearly half of corpora-

tions (47.5%) provide special perks to executives; most pop-
ular is a supplemental executive retirement or nonqualified 
deferred compensation plan.

More rare and innovative benefits organizations describe 
offering to workers include:

•	 Paid day off for birthdays
•	 Creative/autonomous built-in worker time (i.e.,  

flexibility to spend a certain amount of time on 
independent/“pet” projects)

•	 Free turkey gift certificate at Thanksgiving
•	 Grocery shopping services
•	 Hybrid vehicle purchase subsidy
•	 Nap rooms
•	 On- or near-site elder care and elder-care subsidies
•	 On-site blood pressure machine
•	 On-site dog park
•	 Organizationwide volunteer day
•	 Pets at work
•	 Railroad passes
•	 Recess
•	 Spot bonuses
•	 Talent referral bonuses
•	 Tuition payments for children
•	 Unlimited vacation
•	 Vacation/resort facilities available to all employees and 

retirees.
The survey received responses from single employer (in-

cluding corporations), multiemployer and public employee 
plans in the databases of the International Foundation and 
the International Society of Certified Employee Benefit Spe-
cialists. A stratified random sampling method was used (by 
sector) and 571 responses were received, equating to a 4% 
margin of error at a 95% confidence interval.

Visit www.ifebp.org/benefitsurvey2014 for more informa-
tion about the 2014 Employee Benefits Survey.
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