
Drive wellness
that works
Employees’ needs have shifted. 
Make sure your clients are keeping up.
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25% of the U.S. workforce quit their 
job in 2021.2

87% more employers changed their 
benefits in 2022 versus 2021.3

45% of employees cited salary or 
employee benefits as their top  
reason for leaving a job.4

Since the start of the pandemic, 
mental and behavioral health  
requests have increased  
100 percent.5

A landscape  
of change
In just two years, our day-to-day lives have 
been transformed. And no matter when 
the COVID-19 pandemic retreats from our 
shores, it will leave changes in its wake that 
are here to stay. Even positive changes can 
feel challenging.1 This environment of change 
and uncertainty has dramatically affected 
employee wellness.

Why is now the time for change?
The employee benefits employers provided 
as recently as 2020 might not be enough 
anymore. This is especially true in the face of 
the Great Resignation, with a record-breaking 
number of Americans leaving their jobs.6 

Your clients’ ability to creatively adapt to 
this evolving landscape will be crucial for 
the success of their businesses and their 
employees’ lives. 

The time is now! Failing to keep up 
with the competition could cost 
your clients employees and have a 
profound impact on their bottom line. 
So let’s explore how your clients can 
drive wellness that works — and how 
you can help. 

1 https://www.webmd.com/mental-health/what-to-know-about-how-to-deal-with-change 
2 https://www.cnbc.com/2021/10/14/1-in-4-workers-quit-their-job-this-year-according-to-new-report.html
3 https://www.wexinc.com/insights/blog/health/open-enrollment/infographic-top-trends-from-open-enrollment-2022/
4 https://www.careerplug.com/blog/reasons-employees-quit/
5 https://www.hrmorning.com/articles/employee-mental-health/ 
6 https://www.npr.org/sections/money/2021/10/19/1047032996/why-are-so-many-americans-quitting-their-jobs 
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Why are employees leaving?
Employee benefits are not a one-size-fits-all solution. Answering a question like, “Why 
are employees leaving?” also doesn’t produce a one-size-fits-all set of responses. 
It’s dependent on the industry, employer size, and so much more. However, pay and 
benefits are pretty common themes. 

For example, CareerPlug surveyed 500 participants who were considering leaving their 
jobs. Their top reasons why they were considering leaving their jobs were:8 

29% current salary/hourly pay

16% employee benefits offered aren’t the right fit

13% COVID safety concerns

13% more flexible work schedule

12% workplace environment

11% care responsibilities  
(childcare, seniors, etc.)

6% other

The Great Resignation
A whopping 1 in 4 employees were believed to have left their jobs in 2021.7 This level 
of employee turnover comes at a great cost to employers. 

7 https://www.cnbc.com/2021/10/14/1-in-4-workers-quit-their-job-this-year-according-to-new-report.html 
8 https://www.careerplug.com/blog/reasons-employees-quit/ 
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13%
12%

11%



4

Cost of being short-staffed
• Depression is estimated to cause 200 
million lost workdays each year.9

• Working more than 55 hours per week can 
negatively affect employees’ health.10

• Employee burnout can lead to less 
engagement, creativity, and innovation.11 

 
Cost in productivity/profitability
Disengaged employees lead to:12 

37% higher absenteeism

18% less productivity

15% less in profits

Cost of replacing employees
One study found that it costs 33 percent of a person’s annual salary to replace them.13  
That means it costs your clients:

$15,000 to replace an employee making $45,000 per year
$25,000 to replace an employee making $75,000 per year
$40,000 to replace an employee making $120,000 per year

The projected cost of employee turnover to U.S. businesses every year is $1 trillion.14

9 https://onemindatwork.org/at-work/ 
10 https://health.clevelandclinic.org/effects-of-working-too-much/ 
11 https://www.forbes.com/sites/forbestechcouncil/2021/09/23/signs-of-burnout-dont-let-your-staff-hit-the-wall/?sh=51d193f16e88 
12 https://www.forbes.com/sites/karlynborysenko/2019/05/02/how-much-are-your-disengaged-employees-costing-you/?sh=3577a1323437 
13 http://info.workinstitute.com/retentionreport 
14 https://www.gallup.com/workplace/247391/fixable-problem-costs-businesses-trillion.aspx 

What is the cost to your clients?

$
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The state of employee wellness
Mental. Physical. Financial. Employee wellness can take many forms,  
all of which deserve attention (and intersect with benefits!).

76 percent of respondents reported at least one 
symptom of a mental health condition in the past 
year, according to a survey. That’s an increase 
from 59 percent in 2019.15

28 percent of benefits decision-
makers in a WEX survey said 
they’ve enhanced their mental 
health offerings for 2022. 

Mental health

15 https://hbr.org/2021/10/its-a-new-era-for-mental-health-at-work 
16 https://www.governing.com/work/working-from-home-with-inadequate-setups-takes-physical-toll.html 
17 https://runrepeat.com/gyms-reopening-coronavirus
18 https://www.benefitnews.com/news/morgan-stanley-reveals-the-financial-benefits-your-employees-want-most 
19 https://www.pwc.com/us/en/private-company-services/publications/assets/pwc-financial-stress-and-bottom-line.pdf

Physical wellness
For many, the work-from-
home setup is less ergonomic 
than in-office setups, leading 
to increased back, neck, 
shoulder, and hip pain.16

Nearly half of gym members 
surveyed globally say they 
won’t return to gyms in 
response to the pandemic.17

“Employees who take care of themselves and families through healthcare 
services have better productivity and are more engaged at work 
commonly lead to lower rates of stress, distractions, and absenteeism.”

- Sherry Olson, VP of human resources - business partner, benefits, WEX

Financial wellness

59 percent of employees said in a survey that they reduced 
contributions to savings or retirement accounts due to the pandemic.18

Nearly half of all employees say financial stress has either caused 
them to miss work or has negatively impacted their productivity.19

59%
76%

59%
50%
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5 ways to boost  
employee wellness
 
The Great Resignation is a great opportunity for your clients to bring 
in even more talent, and retain the talent they have. Here’s how:

Offer a lifestyle  
spending account

Enhance mental 
health offerings

Provide flexible work  
arrangements

Get creative with  
financial support

Provide and  
promote telemedicine
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Jonas Sauve, who works in 
product management for the 
benefits division of WEX, offers 
three tips you can share with 
clients that are thinking of 
offering an LSA:

Determine what your 
employees care about 
and what behaviors 
you’re trying to influence.

Identify what expenses 
will be eligible for your 
LSA’s funds. 

Decide how much you’d 
like to contribute to your 
employees’ LSAs. 

For more on this 
topic, check out 
our Benefits Buzz 
blog post and 
podcast episode.

Offer a lifestyle  
spending account

Lifestyle spending accounts (LSAs) have emerged 
as a trendy benefit in recent years. And their 
usefulness to employees is especially meaningful 
right now, since they are well-suited to address 
our three common wellness needs: mental, 
physical, and financial.

What is an LSA?
An LSA is an employer-funded, post-tax spending 
account, with eligible expenses and plan details 
customized by the employer. An LSA can promote 
healthy habits and overall well-being.

What do they commonly cover? 
Mental wellness

• Meditation classes
• Non-medical counseling services
• Leadership retreats
• Pet care
Physical wellness

• Athletic equipment/accessories
• Exercise equipment
• Gym, health club, and spa memberships
• Fitness classes
Financial wellness

• Home purchase expense reimbursement
• Financial adviser/planning services
• Identity theft services

Note: While the above expenses are  
common, employers can customize an  
LSA’s eligible expenses.

1

2

3

https://www.wexinc.com/insights/blog/health/employee-benefits/boost-retention-with-a-lifestyle-spending-account/
https://www.wexinc.com/insights/blog/health/employee-benefits/boost-retention-with-a-lifestyle-spending-account/
https://www.wexinc.com/insights/blog/health/employee-benefits/boost-retention-with-a-lifestyle-spending-account/
https://www.wexinc.com/insights/blog/health/employee-benefits/boost-retention-with-a-lifestyle-spending-account/
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Enhance mental  
health offerings

70% of employers 
now recognize  
mental health as a 
serious workplace 
concern, up from 59% 
in June of 2020.24

20 https://www.wexinc.com/insights/blog/health/benefits-buzz-podcast/support-your-colleagues-mental-health-needs/ 
21 https://www.inc.com/graham-winfrey-greg-harris/employees-favorite-pandemic-benefits-best-workplaces-2021.html 
22 https://www.verywellmind.com/does-my-health-insurance-cover-online-therapy-4842511 
23 https://www.wexinc.com/insights/blog/health/support-your-colleagues-mental-health-needs/
24 https://www.healthaction.org/updates/10-7-21-digest 

Mental health needs have clearly become even more 
of a priority in the last couple years. Kate Levesque, 
global benefits manager at WEX, said on our Benefits 
Buzz podcast in 2021 that she was seeing increases in 
enrollment into WEX’s Employee Assistance Program 
(EAP) and increases in medical/disability claims from 
employees.20 EAPs can be built with flexibility to 
support a variety of needs.

 
What are some popular ways employers can 
increase support?
• Expand EAP for additional access to counselors or 
mental health providers.21

• Meet employees’ needs virtually. Review their 
insurance providers’ policies.22

• Provide self-help options, such as calming apps, 
exercise options, and activity programs. 

• More frequently communicate what’s offered and 
support tools available.

Mental health awareness tips: 
Trevor Wilkerson, director of BH programs and services 
at Beacon Health Options, told us on Benefits Buzz23 to 
watch for the following symptoms in colleagues: 

• Showing up late and/or not at all
• Uncharacteristic mistakes
• Problems learning new tasks or following  
through with work

• Decreased productivity
• Lack of initiative
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Provide flexible  
work arrangements

Many employers ended up in a work-from-
home situation in early 2020. And, as it 
turns out, many learned that working from 
home — or simply having the freedom to do 
so — works best for them. But flexible work 
isn’t limited to just location. More than 40 
percent of managers in a recent survey  
said they let employees choose their  
own hours.25 

What can flexible work mean for  
employee wellness?
• Providing employees with options lets 
them choose what’s best for them.

• Acknowledging employee productivity in 
varied environments builds trust.

• Working from home lets employees 
reduce or eliminate work commute costs.

3 ways of working 
There are three common “ways of working” for today’s workplace:

In-person:  
Think of this as the  

traditional office setting.

Hybrid:  
The option of working partially  
in an office and partially at home 

or in another location. 

Full-time remote:  
These employees work  
primarily elsewhere. 

3 suggestions you can give 
your clients that want to 
improve work flexibility

Talk to other HR teams to see how they 
are managing this option. 

Survey your employees for feedback. 
 

Review country and state regulations. 

For more on this topic, check 
out our Benefits Buzz blog post 
and podcast episode.

1

2

3

25 https://www.hrdive.com/news/4-in-10-managers-let-employees-pick-their-own-hours-study-finds/610151/  

https://www.wexinc.com/insights/blog/health/benefits-buzz-podcast/examining-3-ways-of-working-for-your-employees/
https://www.wexinc.com/insights/blog/health/benefits-buzz-podcast/examining-3-ways-of-working-for-your-employees/
https://www.wexinc.com/insights/blog/health/benefits-buzz-podcast/examining-3-ways-of-working-for-your-employees/
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Get creative with 
financial support

26 https://www.devenir.com/wp-content/uploads/2020-Year-End-Devenir-HSA-Research-Report-Executive-Summary-1.pdf 

Pay raises can improve employee financial wellness. 
But there are other ways to support employees’ 
bottom lines, especially those who might need it 
most. Communicating the benefits of these financial 
incentives is also a critical piece in  
retaining employees. 

Johnny Taylor, President and CEO of SHRM, laid out 
this potential scenario during WEX’s HSA Day 2021 
of an employee leaving their company because they 
didn’t realize the value of their current benefits: 

“You can go across the street for $2,500 more, but 
you [currently] have this benefit offering that is 
really $4,000 or $5,000 more in value to you.”

What are some unique ways your clients 
can financially support their employees?
• Contribute to their HSA, 401(k), etc. 
• Offer an LSA.
• Provide low-interest financial loans through  
payroll deductions.

• Reimburse employees for some or all of their  
student loans. 

• Offer additional insurance options, such as 
supplemental life insurance, critical illness,  
and pet insurance.

Want to drive HSA contributions?
While participants can use their HSA to save on 
short-term health needs, they can also build their 
balances and invest their funds to prepare for 
retirement. Leveraging an HSA decision tool like 
WEX’s My HSA Planner can help communicate this 
value. Employer contributions to their employees’ 
HSAs are highly incentivizing, too. More than one-
quarter of HSA funds are contributed  
by employers.26

Over 90 percent of 
employees in a survey 
said they feel more 
invested in staying 
with their employer 
when they’re offered 
financial benefits that 
meet their needs.
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Any contribution 
of $50 or more will 

encourage participation.

50

For family coverage
a $1,500 to $1,750 employer 

contribution yields the highest 

employee contribution. 

What’s the employer contribution sweet spot?
Employer contributions do influence employee contributions. How do we know that? WEX 
powers more HSAs than any other technology platform, giving us unique insights into 
participant behavior. 

Our data insights team has learned: 

For individuals
a $750 to $1,000 employer 

contribution yields the highest 

employee contribution. 

1,500 1,750
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Provide and  
promote telemedicine

Demand for telemedicine is booming. A 2021 survey revealed that 17 percent of U.S. adults said 
telemedicine options were important to them, which is up from just seven percent four years earlier.27 
One study also found that individuals with telemedicine (or telehealth) access had lower rates of 
depression, stress, and anxiety.28

Who benefits most from telemedicine?
Anyone can take advantage of telemedicine  
options, but those who might benefit the most 
include employees:

• Without a vehicle or reliable transportation.
• Who lack the time needed to travel and sit in 
a waiting room.

• Who frequently experience sinus problems, 
allergies, or other easy-to-treat conditions.29

• In rural areas where in-person access to 
healthcare is limited.

The rise in telemedicine adoption
In our annual consumer healthcare survey in  
2021, we learned that:  

of respondents’ thinking on  
telemedicine had changed.  

of respondents said they or  
someone in their household  
had participated in a medical  
appointment via their mobile  
device or computer in the  
previous year. 

Satisfaction with quality of telehealth30

27  https://www.ebri.org/docs/default-source/cehcs/2021-cehcs-report.pdf 
28 https://www.ajmc.com/view/leveraging-remote-behavioral-health-interventions-to-improve-medical-outcomes-and-reduce-costs 
29 https://evisit.com/resources/what-is-telemedicine/
30 https://www.ebri.org/docs/default-source/cehcs/2021-cehcs-report.pdf

2% Very 
   dissatisfied

5% Somewhat 
     dissatisfied

16%  
Neither 

satisfied nor 
dissatisfied

35%
Very satisfied

42%
Somewhat 
satisfied

44%

40%
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Their scenario
Mike and Janet’s business is growing fast! But 
retaining the best employees has been a challenge. 
If 1 in 4 employees quit nationwide in 2021, let’s say 
that Jacobs Pharmaceuticals experienced the same 
level of turnover. That means 125 employees were 
replaced. If the cost of replacing an employee is 
33 percent of their annual salary (as our previously 
mentioned study said), based on their average salary, 
the expected cost of replacing 125 employees would 
be: $2.1 million.

Help your clients see the 
potential savings
We’ve thrown a lot of information at you. Let’s play out a scenario:

Jacobs Pharmaceuticals
Owners: Mike and Janet Jacobs 
Number of employees: 500 
Average employee salary: $50,000 per year
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Their solution
Because salary, employee benefits, flexible work, and care responsibilities were all among the top 
reasons employees leave in the survey we previously mentioned, Mike and Janet decide to ramp up their 
efforts to support employee wellness. Here’s what they did and the cost to them: 

The benefits of taking these steps go beyond just dollars and cents, such as increased productivity and 
reduced absenteeism. 

Taking these steps might not be enough to dissuade all of Mike and Janet’s 125 employees from leaving 
year-over-year. But considering the reasons for leaving outlined above, these solutions cover pretty much 
all of them. What if it stopped one-third of those 125 employees from leaving? Based on the anticipated 
turnover cost, they would save about $200,000. 

31 https://www.devenir.com/wp-content/uploads/2020-Year-End-Devenir-HSA-Research-Report-Executive-Summary-1.pdf 
32  https://www.refinery29.com/en-us/work-from-home-cost-stipend-covid-19  
33 https://www.fshealth.com/blog/what-is-the-cost-of-telemedicine

Action Details Cost

Add an LSA

Mike and Janet fund an LSA for all 500 employees, providing $500 
in 2022. The employer fee for LSA administration (depending on the 
administrator) could be between $1 and $4 per employee per month 
(PEPM). We’ll use $2.50 for our formula.

$250,000

+ $15,000 
(fee)

Contribute to 
employees’ HSA

They also decide to offer a match or contribution to employees’ HSAs. 
Let’s say that all 500 employees have an HSA and the contribution for 
each is $870 (employer average in Devenir report31).

$435,000

Offer more 
flexible work 
arrangements

The Jacobs also give employees the option of working from home, and 
some employees may also adopt more flexible hours that better work 
for them. While that comes at no cost, Mike and Janet also provide 
employees with $194 apiece to cover work-from-home expenses.32

$97,000

Provide 
telemedicine 
options

With telemedicine growing in popularity, the Jacobs respond by giving 
their employees telemedicine healthcare options. This often comes at a 
cost of between 15 cents and $15 PEPM.33 For our formula, we’ll say it’s  
$7.50 PEPM.

$45,000

Total $842,000

Providing  
solutions? Results Cost

Yes
One-half of (or 62) employees stay in 2022 who 
would have otherwise left.

63 employees leave - $1.05 million 
Benefits cost - $842,000 
Total cost - $1.9 million

No
All 125 expected employees to leave in 2022 do 
end up leaving.

$2.1 million
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Remember when we said that 85 percent of employers told us they did not change their 2021 
benefits as a result of COVID-19 or its economic impact? While a consistent benefits offering may 
have been what your clients’ employees needed then, now is the time for action. Businesses that 
compete with your clients for top talent may already be taking action. 

Need proof? In our survey of benefits decision-makers heading into the 2022 plan year, 28 
percent of respondents told us they had increased their employee benefits. The previous year, 
only 15 percent had changed their benefits at all. If your clients haven’t already worked with you to 
enhance their benefits, it’s important to know that more and an increasing number of your clients’ 
competitors are already doing so.

Taking a few simple steps to enhance their benefits packages may cost your clients a little more in 
the short-term, but enticing the best employees to work for them — and stay with them — could 
have a long-ranging, positive impact on their businesses going forward. And now that you’ve read 
this guide, you have the data you need to help your clients see the big picture and make strategic, 
wellness-oriented enhancements to their employee benefits.

“The last year and a half, 18 months or so, has caused everyone to approach 
work differently. Now it’s more about where can I be myself and where can I 
have the most of my wellbeing.” 
- Jennifer McClure, CEO, DisruptHR and Unbridled Talent during WEX’s HSA 
Day 2021 podcast episode34

Are you 
going to 
change 
lanes?

34 https://www.wexinc.com/insights/blog/health/benefits-buzz-podcast/hsa-day-2021-recap/ 



About WEX
WEX (NYSE: WEX) is a leading financial technology service provider. We provide payment 
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