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Introduction
Your employee benefits program is one of the most powerful tools you have to attract and retain employees. In fact, 75% 

of employees are more likely to stay with an employer because of their benefits program. And seeking better benefits is 

one of the main reasons Millenials and Gen Zers look for new jobs. 

But as every HR leader knows, it doesn’t matter how much time, money, and energy you pour into selecting the right 

benefits if your employees don’t utilize them. Unfortunately, low utilization is an age-old problem for HR and People 

Operations teams everywhere—whether it’s due to a lack of awareness or misalignment in what your benefits offer and 

what your employees need. 

But there’s good news: you can take action to ensure your employees get the most out of their benefits, and we’re going 

to tell you how. In this eBook, we’ll guide you through a step-by-step process—informed by data and recommendations 

from our own experiences as a benefits vendor—to help you maximize the impact of your program. Let’s get started. 
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75% of employees are more likely to stay with 
an employer because of their benefits program

—Willis Towers Watson 
Health Care Consumerism in a Marketplace Environment
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CHAPTER 1
Identify your existing gaps
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How do our sign-up rates compare to our utilization rates? 

Do we see low utilization across all our benefits? Or only with specific ones? 

Are there changes in utilization from quarter to quarter (or year to year)?  

When is utilization lowest? When is it the highest? 

To maximize the impact of your benefits program, you have to 

identify the existing gaps. The first step to accomplish this is to 

get curious. Yes, you know your utilization rates are low, but 

why? Here’s what you need to do to get to the root cause (or 

causes) of the problem: 

Look at the existing data

Whether it’s through your benefits vendors or your own tracking 

methods, you likely have access to a lot of data. While it can be 

time-consuming to parse through all this information, it can 

reveal a lot of valuable insights. Specifically, your data can help 

you answer questions like: 

Knowing the answers to these questions can help you make data-driven decisions about your benefits program. For example, 

maybe you noticed that the initial sign-up rates for most of your benefits were incredibly high. But a few months after open 

enrollment, your utilization rates dropped significantly, indicating a year-round awareness problem.

Or maybe you noticed that your utilization rates for a specific benefit were high in its first year but saw a decline the following 

year—a sign that the offering is no longer relevant to your employees. 

Questions to ask:
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Are our benefits aligned with your needs? 

Are you aware of all the benefits we offer? If not, what’s the main barrier? 

Do you understand how to use the benefits we offer? If not, what’s the main obstacle?

Do you feel like your benefits are accessible? Why or why not?
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Once you have a clearer idea
of the problem,
 it’s time to refresh your goals

Why,
you may wonder?

In general, collecting employee feedback about your benefits package is a great practice to incorporate annually or even quarterly. 

We’ll discuss this more in-depth in the following chapters. 

Refresh your goals

First, you want to make sure that any changes you implement to your benefits program actually work. Second, understanding your 

objectives can also inform important decisions like your timeline, budget, and plan of action—all things that will eventually need to be 

approved by your leadership team. 

 

We’ll use the following chapters to address the more common problems you may have identified with your benefits program—and 

share potential solutions to help. 

Collect employee feedback

Quantitative data alone won’t be able to address all your questions. That’s where employee feedback comes in. Understanding 

how your workforce interacts with your benefits—whether through a survey or one-on-one conversations—can paint a fuller, 

more accurate picture of the situation. Here are examples of questions to ask:

Questions to ask:
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CHAPTER 2
Amplify employee awareness 
and understanding
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Audience

Your workforce is comprised of diverse individuals, so it’s only 

natural that people might have different communication 

preferences. Your goal is to understand the best way to reach the 

majority of your employees. 

Suppose your workforce is mainly Gen Zers and Millennials, who 

are primarily digital natives and value autonomy when choosing 

work tools. In that case, it may be effective to let them decide 

how they access their benefits—whether it’s through a mobile app 

or an online portal.

Setting

Your workforce is comprised of diverse individuals, so it’s only 

natural you also want to think about the setting that your 

employees are operating in. Are they working from home? Do 

they spend a lot of time in the office? Or are they constantly 

traveling? 

For example, let’s assume a significant portion of your workforce 

is always on the go. Instead of sending long, dense emails, you 

might need to consider a text message-based approach to 

remind them about their benefits. 

Timing 

Education doesn’t happen overnight. So rather than expecting 

your employees to understand all their benefits in the span of one 

workshop, it’s critical to be consistent with your communication 

efforts throughout the year—not just at open enrollment.

Try to find ways to make your communication timely. For example, 

you can educate employees about your mental health benefits in 

May, which is Mental Health Awareness Month. Similarly, you can 

host workshops about financial wellness during the holidays, 

when many people experience a lot of financial stress. 

The 3 C’s of benefits 
communication

Clear
Stick to easy-to-understand words 

and stay away from jargon, where 

possible. Use readability tools or have 

someone outside of the HR team 

review your materials for clarity. 

Concise
Shorter is always better. If it’s difficult 

to explain a benefit in a few sentences, 

present them in bite-sized chunks or 

use visuals to break up the text. 

Consistent
Building awareness takes time. Have a 

benefits communication plan with a 

steady cadence throughout the year, 

so you don’t lose steam.
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One of the most common obstacles companies face when maximizing their employee benefits program is a lack of awareness 

or understanding. In fact, 35% of employed individuals report not fully understanding any of the employee benefits they 

enrolled in during their most recent open enrollment period. To address this problem, it’s critical to have a comprehensive 

communication plan in place. We recommend approaching your communication strategy through 3 different lenses:

35% of employed individuals report not fully understanding any of 
the employee benefits they enrolled in during their most recent open 
enrollment period

—Voya Financial
survey 2021
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CHAPTER 3
Reduce friction

The HR Leader’s Guide for Maximizing the Impact of Your Benefits Program



10

Another common problem with benefits packages is that most don’t offer a seamless experience. Working with multiple 

vendors inevitably creates a lot of friction because they all have different materials, processes, and requirements related to 

their benefits. This can create a confusing experience which, in turn, leads to lower engagement—even if employees are aware 

of your benefits and want to use them. There are a few potential solutions to this problem. 

Create a benefits portal

A portal compiles all your benefits information, links, and resources into one spot. With this approach, your employees won’t 

have to dig through their old emails to figure out how to access their benefits. 

Work with your benefit vendors

Don’t be afraid to lean on your benefits vendors for support—that’s what they’re there for! If some of the marketing materials 

aren’t resonating with your employees, share the feedback with your benefits partner and work with them to update the 

resources as needed. 

Find “complementary” benefits 

Certain benefits can raise utilization around other benefits. For example, Origin’s financial wellness platform helps customers 

boost engagement of their other benefits. 

How? Origin’s CFP® professionals help employees with various financial decisions, from choosing the best life insurance to 

maximizing their retirement accounts, Flexible Spending Accounts (FSAs), and Health Savings Accounts (HSAs). Breaking down 

these barriers to understanding and receiving personalized guidance makes employees more likely to use those benefits. 

Additionally, Origin’s in-app Benefits Center allows employees to understand the value of their employee benefits and perks to 

facilitate higher enrollment and deeper utilization. Benefits are aggregated into a single dashboard to make it easy to get a 

comprehensive view of their available benefits and the value they’re receiving them. This also helps employees make the 

connection between their benefits package and total compensation.

How to increase engagement
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CHAPTER 4
Remove additional barriers
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Aside from communication issues and a high-friction experience, other barriers prevent your employees from taking advantage 

of your benefits program.

Stigma
There are certain benefits that your employees may feel hesitant to use. If you’re not sure what we mean, consider the fact that 

30% of employees fear that discussing their mental health could lead to being fired or furloughed. Additionally, a recent survey 

revealed most adults would rather talk about politics and sex with their friends than money.

It’s clear that certain topics still carry a stigma, especially in the workplace. But you can take steps to create a culture where 

employees aren’t afraid to ask for what they need:

Confidentiality

If your employees are nervous about using their benefits because of stigma, they’re going to be even less likely to utilize them 

without the promise of confidentiality. That’s why Origin never shares employee data with the employer. This gives your workers 

peace of mind when using their benefits. To prioritize confidentiality:

Have company executives lead the conversation around “taboo” topics like money and mental health

Form employee groups where people can discuss these topics in a safe space

Invest in related benefits, programs, and professionals to show employees that you’re willing to “walk the talk” 

Only work with benefits partners who have strict confidentiality agreements in place 

Make these terms explicit in all your benefits materials so that your employees are aware of their rights

Invite employees to share their privacy concerns through an anonymous survey

30% of employees fear that discussing their mental 
health could lead to be being fired or furloughed

At my last company, I didn’t want to tell my employer I was pregnant because 
I was afraid of layoffs. So I couldn’t take advantage of the family benefits 
during the early stages of my pregnancy. If I knew this benefit was 
confidential, I would have used it more.

—Origin employee

—Mental Health at Work During COVID-19
survey
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Accessibility

Finally, you want to make sure your benefits are accessible to all your employees. For instance, let’s say you only offer in-person 

mental health counseling. This may prevent certain employees—whether busy parents who don’t have access to childcare or 

people with disabilities who can’t drive themselves to appointments—from using this benefit. To improve accessibility:

Work with global vendors to ensure benefits are accessible to employees in all locations 

Offer both in-person and virtual options for benefits, where applicable

Specifically, ask for feedback about accessibility through an anonymous survey

13The HR Leader’s Guide for Maximizing the Impact of Your Benefits Program



14

CHAPTER 5
Track the impact 
of your employee benefits
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Now that we’ve covered some of the most common obstacles you might be facing with your benefits program, we 

want to leave you with a final thought—and that’s the importance of tracking metrics. As we mentioned earlier, it’s 

essential to use data to understand your benefits better. To do this, you have to:

Choose your metrics

Identify the metrics that you want to track 

over time. Of course, you want to measure 

the utilization of benefits. But you may also 

want to track metrics like sign-up rates and 

employee sentiment to get a complete 

picture of your benefits package. 

Collect data regularly

As we mentioned before, we encourage 

companies to collect data as frequently as 

possible. A quarterly cadence is ideal, but 

make sure to aim for at least once a year if 

that's not possible. Gather both quantitative 

and qualitative feedback by using pulse 

surveys, focus groups, and one-on-one 

conversations.

Look at progress 
over time

At the end of every quarter or year, analyze 

how these metrics have changed. If all your 

numbers are moving in a positive direction, 

then you know your strategy is working. If 

not, then it’s time to identify the areas

that need improvement.

1
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Get the most out of your employee benefits package

Don’t let all the hard work you put into crafting the perfect benefits program go to waste! You can take your 

employee benefits from being barely utilized to hugely impactful with a few extra steps. And this will be the 

differentiator that helps your organization attract and retain the best talent while keeping your workforce as 

healthy, happy, and fulfilled in their jobs as possible. 

About Origin

Origin is a comprehensive financial wellness 

platform that helps employees manage their 

compensation, benefits, and personal finances—all 

with the personalized guidance of financial 

professionals. By combining cutting-edge 

technology with the expertise of real humans, we 

help companies support the financial journeys of 

their workforce, every step of the way. 
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Request your demo today
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