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INTRODUCTION
Put simply, any organization’s greatest asset is its people. In a competitive 
labor market with both current and expected talent shortages and an 
unprecedented level of turnover, it can be especially challenging to retain 
and recruit the right people. Forward-thinking employers that adopt 
a strategic approach to talent management take a wide view of the 
candidate-to-employee cycle, continually looking to strategically recruit, 
retain and reward their people. As a result, these organizations build a 
solid pipeline for talent and a robust retain-and-reward approach that:

 Creates more bench strength

 Drives higher employee engagement

 Reduces staff turnover

 Drives down recruitment costs

 Ensures the ability to meet current and future demand
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The Recruiting and Benefits Connection

Having the right healthcare benefits heavily influences talent’s decision to accept 
a new position or to remain with a current employer. Historically, soaring primary 
plan costs have had employers highly focused on controlling benefit costs, often to 
the detriment of their employees. Today, many employees struggle with financial 
worry over rising out-of-pocket expenses and taking on more and more of the 
burden of their healthcare expenses. While Health Savings Accounts are in theory 
a way to help, the reality is that they are inadequately funded and have not been 
effective in alleviating employee concern. Half of responders to a Kaiser Family 

Foundation reported having delayed treatment due to 
cost and 40% of those enrolled in a High Deductible 
Health Plan said they don’t have the savings to cover 
their deductible.2 

Effectively implementing a strategic approach to talent 
management means finding ways to optimize benefit 
costs while offering robust enough benefits to attract 
and retain the right people. It also requires breaking 

down traditional siloes within the HR processes—especially those between 
compensation and benefits.3 When organizations shift to a strategic recruit- 
reward-retain approach, they find that they are far more likely to attract, develop 
and advance talent that drives the delivery of their unique organizational strategy.4
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Healthcare 
coverage is the 
#1 benefit that 
employees value 
in any industry.1

With this background in mind, 
what are some of the reasons 
for leveraging benefits and how 
can they help you boost your 
retention and recruiting efforts?
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BENEFITS CREATE DIFFERENTIATION
While many industries are facing increased demand compounded by labor 
shortages, they are also confronted with a huge shift driven by generational 
change. Retiring baby-boomer workers, executives and other key players affect 
the available experienced talent pool.5 Baby-boomers and millennials don’t 
necessarily want the same out of their benefits nor do they have the same 
expectations of work. That’s why it’s important to create and execute individual 
recruitment strategies that appeal to the talent your organization seeks, paying 
special attention to the needs of different generations. 

Competing successfully in today’s labor market means moving away from reactive 
recruitment practices that are overly reliant on compensation and sign-on bonuses 
that have limited long-term impact and can land you in a bidding war. Instead, 
leverage innovative add-on benefits that complement your core benefits and can 
be tailored to the needs and wants of a diverse workforce.

#1 

It’s important to 
create and execute 
individual recruitment 
strategies that appeal 
to the talent your 
organization seeks.
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Make no mistake: top talent is keen on benefits. In addition to health coverage, 
candidates value paid parental leave, wellness and fitness programs and 
telecommuting or remote work arrangements, where possible. More than two-
thirds of businesses today offer some type of telecommuting: full-time, part-time 
or ad-hoc. Even in industries where remote work used to be unthinkable, such as 
healthcare, the advent of new technologies, including digital clinics and services, 
is driving a slow but steady shift for certain positions.

Health coverage remains the top benefit employees and candidates value, but it 
is not easy to enhance your health benefits package without causing bottom line 
strain. However, there is a way to strike the right balance between the benefits you 
need to recruit and retain while mitigating the impact on your benefit budget. 
By integrating supplemental health insurance plans into your benefit planning, 
you can build the flexibility you need to tailor benefit packages to generational 
needs, boost coverage in a more targeted way for certain employee populations 
and more. ArmadaCare’s broad range of excepted benefit insurance plans were 
built to address this level of flexibility. They complement your primary health plan 
coverages and have various coverage and price points to help you strike the right 
benefit and recruiting balance. 
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IMPACT: 

 Boosted coverage for mental health and wellness is valued 
by younger generations.

 Support for a broad range of mental health related concerns 
while also addressing the needs of the broader population, 
including partners. 

 WellPak’s High plan offers coverage for executive physicals 
for partners and beyond.

COMPANY:  
Midsize Law Firm

TRIGGER NEED: Benefits to help recruit  
young associates.

SOLUTION: ArmadaCare’s WellPak® is a mental health and 
wellness coverage and support solution.

CASE STUDY
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BOOSTING BENEFITS CAN COST LESS 
THAN TURNOVER
Declining retention hits the bottom line hard—in both indirect and direct costs. 
Indirect costs are the effects of lost or reduced productivity while the position is 
left unfilled as well as lost institutional knowledge, impact on client relationships 
or employee morale. Direct costs most commonly include the resources it takes 
to find, recruit and train new talent, including: 

 Separation costs

 Advertising and recruitment costs

 Manager and HR time

 Interview time and travel expenses

 Background checks, onboarding costs and more

#2
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Number of nurses: 250

Average turnover: 20.6%*

Number of nurses needing replacement: 51

Cost per nurse (low end): $97,216**

Turnover cost: $4,958,016

Cost of temporary staffing: $1,500,000

Total turnover cost: $6,458,016

Cost of boosting benefits: $650,000

Break-even turnover improvement: 2.5%

*Source: Becker’s Hospital Review 
**Source: Journal of Nursing Administration
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Help Prevent Turnover with Innovative, Targeted Benefits 

Often, effective talent retention can hinge on benefits. Not only are benefits 
the top factor when employees choose a new employer, they can also be the 
difference between retaining or losing your top talent. Boosting benefits in a 
targeted way for only those positions where you are facing turnover issues can 
be an effective way to leverage complementary excepted benefit insurance 
plans* to keep your key employees happy and loyal. Unlike the primary health 
plans, with this type of supplemental health insurance plan you can choose 
who to cover—and how much to cover—enabling this more focused approach to 
preventing turnover in hard-to-recruit positions.

$536 
billion

20.6% 

$97,216-
$104,440

THE COST OF NURSE TURNOVER:

The amount that voluntary 
employee turnover costs 
U.S. employers annually.6

The average annual turnover  
rate for the healthcare industry.7

The amount it can cost to 
replace a single nurse.8
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COMPENSATION AND BENEFITS  
GO TOGETHER: IT’S HOW 
EMPLOYEES THINK
Traditionally, compensation and benefits have been kept separate. But that’s 
not how employees perceive or receive them. Job candidates and employees 
evaluate them as two halves of one whole. This holistic view is increasingly 
important when it comes to a tight talent market, where candidates may have 
multiple options and health insurance ranks as the top priority. 

Employees will look at the quality of the benefits. How much are they paying for 
them? How high are deductibles in the health plans and what can they expect 
to have to pay out-of-their own pocket? What are the 
health plan options? Do they cover what they feel is 
important to them and their families? A higher salary 
offer may quickly become unattractive if the answers 
to their benefits questions are not positive. 

Further, even if you use sign-on bonuses for new 
recruits or special pay increases to retain an employee, 
these also have issues compared to better benefits. 
They tend to be short-lived in terms of impact and 
sign-on bonuses can even cause a backlash among 
current employees, who are not recognized the same 
way. And of course, compensation is also taxable, 
leading to less money into the employee’s pocket.* 

Better benefits, such as an employer-sponsored supplemental health insurance 
plan, can go a long way toward fostering lasting loyalty. Every time employees 
are given a non-taxable* reimbursement for a co-pay, deductible or prescription 
expense, they realize how much they are valued and appreciated. 

#3

1x per 
week 15Frequency of claims  

filed by ArmadaCare 
enrolled members

Average number of Rx  
Visa® Card swipes in a year per 
ArmadaCare enrolled member
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Supplemental health insurance plans, such as those offered by ArmadaCare, 
also give you a win-win on both the benefits and compensation front. Beyond 
boosting coverage for everyday and unexpected healthcare expenses, they 
enable you to give more and pay less than a comparable compensation increase, 
thanks to their tax-efficient* nature. Here’s how it works:

Giving a $5,000 compensation increase quickly turns into $3,000 or less after 
taxes but costs the employer more once you add payroll costs. Investing the 
same amount in a supplemental health insurance plan avoids payroll costs 
and with claim payments being nontaxable to the employee can mean more 
take-home value.*
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*This is not local, state or federal tax advice as each person 
and company is unique. It is recommended that you seek 
the independent counsel of a professional tax adviser.

**Example to show tax impact only. Premiums  
vary by product and are determined based 
on standard underwriting guidelines and  
characteristics of the group.

80%
Percentage of employees who would 
prefer a new benefit to a pay raise.9

84%
Percentage of employees with high benefits 
satisfaction who also report high job satisfaction.10

SOLUTION TAKE-HOME VALUE COST TO EMPLOYER

$5,000  
Compensation Change

$3,000  
(take-home  

increase after tax)*

$5,500 
(payroll cost)

Plena Health
$25,000  

(tax-efficient max  
family benefit)*

$5,000  
(composite annual  

est. premium)**

GIVE MORE PAY LESS
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BOOMERS ARE RETIRING IN DROVES
Today the workforce is poised at the cusp of a massive generational change that 
may add pressure to an already strained and competitive labor market. Baby 
boomers are retiring in droves—with more reaching the age of retirement each 
day. This means a workforce with less experience putting pressure on recruiting 
for executive and leadership positions. To compound the complexity, Generation 
X, the next generation in the workforce, is comparably much smaller.11 A shrinking 
talent pool also means that many organizations will be chasing the same 
candidates for key leadership positions increasing the competition for talent with 
direct competitors.

Employers are challenged with limited ways they can differentiate executive 
compensation. Gone are the days of tax-advantaged perks with compensation 
to senior leaders under more scrutiny than ever. So how can you stay ahead 
of the competition? Given the importance of health benefits to employees, 
supplemental executive health insurance benefits can be a vital component of 
an attractive package. If structured correctly to be compliant with contemporary 
regulations, can provide both value and tax-efficiencies.** ArmadaCare’s Ultimate 
Health delivers on both with coverages designed for typical executive healthcare 
utilization—which often goes beyond traditional health plan coverages—and a 
compliant, fully insured excepted benefit structure. 
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#4

50% Percentage of 
workforce baby boomers 
accounted for in 1995.12 

10% Percentage 
workforce baby boomers  
will represent in 2025.12

40% of workers say  
their loyalty would increase  
with customized benefits.13

Ultimate HealtH: Far-Reaching Value

Robust  
Coverage
From $50-$100K,  
for all types of medical, 
dental, vision and 
prescription expenses

Get Me Home 
Travel Support
Fully paid medical air 
evacuation and other 
support to protect top 
talent while traveling

Lightning Fast 
Reimbursement
Convenient swipe-and-
go Prescription Visa® 
Card, direct deposit and 
an online claims portal

Health  
Support
Leading physicians 
matched to the specialty 
care needs to keep talent 
healthy and productive
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FOCUS ON THE WHOLE EMPLOYEE
Employers are increasingly focused on employee well-being from a holistic 
perspective covering four different dimensions of well-being: physical, emotional, 
financial and social. Never has that been more important than in a post-pandemic 
world, which has challenged employers and employees alike. The pandemic has 
brought workplace mental health to the forefront as employees struggle with 
remote work, balancing work and home life and the blurring of lines between the 
two. Benefits can play a key role in the quest to tend to all these aspects of well-
being. Health insurance can go a long way to address employee financial stress 
given that healthcare expenses are at the top of the list of financial worry. HSAs have 
proven to not be the magic bullet to address these concerns, as funding falls short of 
typical deductibles and turn accounts into spending, rather than savings accounts.  

Mental health coverage and accessing appropriate care is an area where primary 
health plans typically have more voids in coverage. Out-patient mental health 
visits are 5x more likely to be out-of-network, which can cause employees to not 
seek needed care. Mental health and wellness are also areas that the incoming 
generation value more than prior ones, making mental health and wellness 
benefits important tools to boost recruitment.

#5

ArmadaCare’s supplemental 
health insurance benefits were 
created with the whole employee 
in mind. Beyond offering various 
degrees of coverage to help 
address financial worry, all of our 
solutions have built-in resources 
to help support physical and 
emotional well-being and even 
work-life balance concerns.  
Check out BeneBoost, our  
HDHP-compatible solution to  
help bridge the coverage gap  
for employees. 
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CONCLUSION
In today’s tight talent market, the right compensation and benefits are key to attracting 
and retaining top talent. Baby boomer leaders are retiring from key leadership positions. 
Plus, an increasing number of younger workers are willing to consider other opportunities 
that may fulfill their needs. That’s why it is more important than ever to balance cost 
objectives with offering innovative benefits that attract top talent. Not only does it cost 
your business greatly when you fail to retain talent, your people can make the difference 
for your long-term profitability and viability. Organizations that use benefits strategically 
for talent recruitment and retention report better overall performance as well as 
improvement in recruitment and retention efforts.

Employees Want Health Benefits
 The #1 benefit employees and candidates seek out is health insurance.14

 Over 50% of U.S. workers have left jobs after finding better benefits offered elsewhere.15

 56% of U.S. adults with employer-sponsored health benefits said whether or not they 
are happy with their health coverage is the key factor in deciding whether to remain 
with their current employer.16

Choose Targeted Supplemental Insurance Plans
While health benefits are key to attracting and retaining talent, the cost conundrum 
remains: primary health plan premiums are expensive, and costs are continually rising. 
What’s the answer?

Adding a supplemental health insurance plan to your primary health plan coverage 
lets you boost benefits in a more targeted way. With many price and coverage options, 
ArmadaCare’s solutions enable you to address a series of workforce concerns, including 
mental health and well-being, financial strain or executive benefits, while striking the 
right balance between your talent management strategy and cost objectives. Since 
insurance premiums are not taxed* like compensation, these insured plans can provide 
more value than a similar investment in a bonus or pay raise, making them a valuable 
addition to help differentiate your compensation packages. 

*This is not local, state or federal tax advice as each person and company is unique. It is recommended that 
you seek the independent counsel of a professional tax adviser.
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ARMADACARE: 
NOT YOUR TYPICAL 
INSURANCE
Primary health insurance plans are one-size-fits-all, 
but you need more options to meet the demands 
of today’s workforce. Our supplemental health 
insurance plans are different by design—and offer 
more value with coverage for everyday out-of-pocket 
medical expenses. With a range of types and levels, 
you can layer onto most primary healthcare plans to 
achieve your goals. The best part: you stay in control 
by choosing who to enroll. Add an ArmadaCare plan 
to your benefit strategy any time of year to address 
emerging workforce needs.

Powerful Flexibility 
Boost benefits to: 

Customize: Deliver the right benefits to the right people by adding one of our plans 

Recruit & Retain: Gain an edge to compete with benefits employees will value 

Reward: Leverage tax-efficiencies to pay less and give more*

Protect: Shore up coverage to alleviate employee financial strain

About ArmadaCare
A leading insurance program manager and a SiriusPoint company, ArmadaCare 
delivers uncommon insurance solutions designed to enhance ordinary health benefits. 
With the steadfast belief that insurance should be better, ArmadaCare’s plans fill voids 
in coverage for routine and unexpected healthcare expenses, offer valuable health and 
productivity support services and invite usage with modern conveniences, education 
touchpoints and people-first service. The result gives our clients the edge they need  
to retain, recruit and reward talent at all levels. Learn more at ArmadaCare.com.

ArmadaCare’s insurance policies are underwritten by Sirius America Insurance Company and Transamerica 
Premier Life Insurance Company. Insurance plans and coverages vary by state. Please contact us to confirm 
state availability.

The above referenced supplemental health insurance policies have exclusions, limitations and benefits that 
vary by plan and state. To obtain a quote or for more details on coverage, contact ArmadaCare.  

*This is not local, state or federal tax advice as each person and company is unique. It is recommended that 
you seek the independent counsel of a professional tax adviser.
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