
2 YEARS POST PANDEMIC –
WHAT SHOULD YOUR BENEFITS
LOOK LIKE NOW?
4 considerations to help keep & attract employees

The major l i fe-shift ing events of  the past  two years have taken a tol l  on
everyone.  In fact ,  a  2022 Household Pulse Survey conducted by the National
Center for  Health Stat ist ics found that more than 30 percent of  Americans
now report  symptoms of anxiety or depressive disorder.

More recently,  Pew Research found:

28% of workers said the pandemic had impacted their  l i fe in a major way

34% said the pandemic and its  aftermath are a major threat to their
personal  f inancial  s i tuat ion

Yet,  industry surveys a lso show very few seek help.  Unchecked,  burnout and
stress can lead to lower engagement,  sat isfact ion,  and productiv ity on the job,
as wel l  as addit ional  health issues.  Almost half  (48%) of  employees say they’ve
experienced burnout s ince the pandemic.

DOES YOUR PROGRAM OFFER THE BENEFITS EMPLOYEES NEED?
As open enrol lment season approaches,  take the t ime to ensure your employee
benefits  offer  the wel lness-related services that can not only help employees
manage the mental  stress of  the pandemic and its  l ingering impacts ,  but a lso
helps keep them happy,  healthy,  and productive going forward.

https://www.cdc.gov/nchs/covid19/pulse/mental-health.htm
https://www.pewresearch.org/fact-tank/2021/03/16/many-americans-continue-to-experience-mental-health-difficulties-as-pandemic-enters-second-year/
https://www.workhuman.com/resources/reports-guides/easing-employee-burnout


Employee assistance plans (EAP) which can provide free access to
support  sessions that help employees deal  with l ingering struggles
brought on by the pandemic,  (e .g .  s ickness,  f inancial  stress i f  a  loved
one lost  their  job,  uncertainty about emerging var iants ,  etc. )
Tele-health services  which can al low virtual  and easy access to
professional  mental  health assistance and/or therapy provided by a
network of  l icensed psychiatr ists ,  psychologists ,  socia l  workers ,
counselors ,  and therapists .
Mental  health coverage  under health plans offered so that those
suffer ing from mental  health issues,  l ike anxiety and depression,  can
access support  and services.

Among the most common types of  mental  wel lness benefits :

1.

2.

3.

4 OFFERINGS YOU MAY WANT TO CONSIDER ENHANCING OR
ADDING TO YOUR BENEFITS PROGRAM: 

MENTAL HEALTH SERVICES
Nearly one quarter (23%) of  workers say their  employer offered mental
health services s ince the pandemic,  according to a recent Harr is  Pol l .  And
about 70 percent of  them (67%) say they’re benefic ia l .  

“Eighty-one percent  of  workers say that how employers support
mental  health and wel lness wi l l  be a factor when choosing a job.”  

Source:  American Psychological  Associat ion

FLEXIBLE WORK SCHEDULES 
This year ,  more than 90% of employers are planning to adopt a hybrid
model  for  at-home versus in-off ice work.  Whi le this  can certainly provide
more f lexibi l i ty to enhance work- l i fe balance for stressed employees,
other employers are taking a step further to offer  even more f lexibi l i ty .
Some are pi lot ing four-day workweeks.  And others are offer ing f lexible
pol ic ies over how many hours employees work -  both of which can br ing
more rel ief  to employees and have a favorable impact on performance.  Is
there room in your benefits  structure to offer  more f lexible schedules?

“Organizat ions that offer  employees f lexibi l i ty over when,  where and
how much they work,  see 55% of their  work force as high

performers.”  Source:  Gartner

https://theharrispoll.com/
https://www.apa.org/pubs/reports/work-well-being/2022-infographics/value-employer-support-mental-health
https://hbr.org/2022/01/11-trends-that-will-shape-work-in-2022-and-beyond#:~:text=More%20than%2090%25%20of%20employers,full%20time%2C%20to%20the%20office.
https://www.gartner.com/smarterwithgartner/9-work-trends-that-hr-leaders-cant-ignore-in-2021


EXPANDED TIME OFF POLICY
Employers often encourage their  employees to use their  paid t ime off
(PTO) to recharge and refresh.  Over the past  couple of  years ,  some have
started to broaden pol ic ies to better support  the needs of  their
employees and their  fami l ies to include things l ike unl imited PTO and
mental  health days so that employees can take the t ime they need away
from work.  Socia l  media giant ,  Pinterest ,  for  example,  now offers paid
leave for up to four weeks to specif ical ly  help those employees who may
have lost  their  chi ldcare service or who may now have to care for
someone suffer ing from long COVID, for  example.

Not only does adopting unl imited PTO show you care about your
employees’  wel l-being,  but it  can also help your entire organization reap
several  valuable benefits ,  including:

Lower administrat ion costs s ince there can be less accounting and
recordkeeping work that needs to be done when compared to
managing tradit ional  accrued PTO pol ic ies .
Greater abi l i ty to attract  new hires to your organizat ion and give you
more of an advantage over other employers who may be competing for
the same talent .  
Increased goodwil l  and job sat isfact ion among exist ing employees,
which can translate into more engaged workers ,  better retention,  and,
boosted productiv ity.

EDUCATIONAL RESOURCES
To meet employee demand and preference for accessing help whenever
and wherever they need it ,  employers are broadening their  suite of
benefits  to encompass digita l  mental  health solut ions,  part icular ly v ideos,
wel lness t ips ,  and popular  apps,  e .g . ,  Calm. Not only can these types of
resources supplement your benefits  programs,  but they can also add a
measure of  confidentia l i ty and anonymity,  which employees tend to
appreciate.



the birth or adoption of a chi ld and subsequent care
taking care of  a spouse,  chi ld ,  or  parent who has a ser ious health
condit ion
gett ing treatment for a ser ious health condit ion that leaves an
employee unable to perform his/her job
situat ions that ar ise i f  the employee’s  spouse,  son,  daughter ,  or
parent is  an act ive member of  the U.S.  mi l i tary.  Plus,  i t  can extend
mil i tary caregiver leave to 26 weeks i f  an employee must care for
s ick or in jured servicemember.  

NEED FOR EMPLOYEE COMMUNICATIONS:

The Family and Medical  Leave Act (FMLA)
Expanding paid leave benefits  to address the trend of strain and stress
employees have been experiencing is  one thing.  But many employees
are unaware that they may be el ig ible for job-protected,  unpaid leave
under the FMLA.

So,  consider increasing communicat ions around mental  health benefits
and what employees are entit led to under this  law and how to access
them. In your communicat ions,  make it  c lear that the FMLA entit les
el ig ible employees to 12 work weeks of  leave for :

To learn more about al l  benefits  FMLA can provide employees,  vis it
the U.S.  Department of  Labor.
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This material has been prepared for informational purposes only.
BRP Group, Inc. and its affiliates, do not provide tax, legal or
accounting advice. Please consult with your own tax, legal or
accounting professionals before engaging in any transaction.

Is  your benefits  program keeping pace with trends?
Now, more than ever ,  i t ’s  important to keep your benefits  program in step with
current trends and employee mindsets.  

Contact our Employee Benefits  team for help structur ing a hol ist ic  benefits
program that can include mental  health offer ings as part  of  your benefits  program.

https://www.ahtins.com/employee-benefits-contact-us/
https://www.dol.gov/agencies/whd/fmla
https://www.dol.gov/agencies/whd/fmla
https://www.ahtins.com/employee-benefits-contact-us/
https://www.ahtins.com/employee-benefits-contact-us/

