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An overview of the latest findings from the
SHRM 2010 Employee Benefits Research Report

Most HR professionals at U.S. organizations report that benefi t offerings at  ■

their organizations were affected by the 2007-2009 global recession.
While most benefi ts remained relatively stable since last year, when compared  ■

with fi ve years ago, there has been a clear downward trend in overall benefi ts 
offerings. 
Almost all organizations review their employee benefi ts offerings at least  ■

annually. Future responses to economic and legislative trends could therefore 
become apparent within a year of a major change such as the health care 
legislation or any signifi cant shifts in the economy.

As the economy Took a downward Turn, Benefi ts Costs 
Continued to go up .......................................................................................

According to the SHRM 2010 Employee 
Benefi ts Research Report,1 an annual 
publication that reviews trends in employee 
benefi ts, 72% of HR professionals reported 
that the employee benefi ts offerings at 
their organization had been affected in 
some way by the economic downturn (see 
Figure 1). But while the 2009 annual study 
revealed a small decrease in the percentage 
of organizations offering benefi ts from 
2008 to 2009, employee benefi ts remained 
relatively stable from 2009 to 2010. This 

could mean that organizations made their 
deepest cuts early on in the recession, 
which began in December 2007, and then 
held steady as the recession progressed and 
economic conditions began to improve. 
Yet even though the annual rate of change 
was relatively small, the longer-term trend 
showed greater movement. Compared 
with the survey results of fi ve years ago, 
employee benefi ts showed an overall 
downward trend.
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Benefits as a percentage of employee salaries
Organizations spent an average of 19% of an employee’s 
annual salary on mandatory benefits (such as 
unemployment, worker’s compensation, Social Security), 
18% on voluntary benefits (such as medical plans, dental 
plans, prescription coverage, flexible spending accounts, 
vision plans, survivor benefits) and 11% on pay for time 
not worked benefits (regular rate of pay for a nonworking 
period of time, such as vacations, holidays, personal, 
bereavement and sick leave). As shown in Table 1, large 
organizations spent more on voluntary benefits than did 
small organizations.

Review of benefits plans
More than three quarters (79%) of organizations report 
that they review their benefits programs annually, and 10% 
report reviewing them even more frequently. Almost no 
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organizations (only 1%) say they never review their benefits 
programs. The challenging economy in 2008 and 2009 may 
have encouraged more organizations to review their benefits 
plans. However, this did not necessarily result in cutting 
the benefits. In some cases, the percentage of organizations 
offering some types of benefits seems to be trending up 
slightly.

Year-Over-Year Trends in Selected 
Benefits.......................................................................

The SHRM 2010 Employee Benefits Research Report examines 
hundreds of employee benefits. Below is an overview of year-
over-year changes in the percentage of organizations offering 
a selection of key benefits. 

Health care and welfare benefits
Overall, larger companies were significantly more likely to 
offer most health care and welfare benefits. And though there 
were considerable differences when benefits offerings were 
examined by sector, few clear patterns emerged. The top five 
health care and welfare benefits are displayed in Table 2. 

Preventive health and wellness benefits
Again, larger organizations were more likely than smaller 
organizations to offer many preventive health and wellness 
benefits, and many of these types of benefits showed a slight 
increase in the percentage of organizations offering them over 
the past few years (see Table 3).

Even though the annual rate of 
change was relatively small, the 

longer-term trend showed greater 
movement. Compared with the 
survey results of five years ago, 
employee benefits showed an 

overall downward trend.

Table 1: Average Percentage of Payroll Reflecting Total Cost of Benefits (by Organization Staff Size)

OveRAll SmAll (1–99 
emPlOYeeS)

medium(100–499 
emPlOYeeS)

lARge (500 OR mORe 
emPlOYeeS)

Mandatory benefits 19% 18% 19% 19%

Voluntary benefits 18% 15% 19% 21%

Pay for time not worked benefits 11% 11% 11% 10%

Source: 2010 Employee Benefits (SHRM, 2010)

Table 2: Top 5 Health Care and Welfare Benefits Offered by 
employers (by Year)

2006 2007 2008 2009 2010

Prescription 
drug program 
coverage

96% 95% 96% 96% 96%

Dental insurance 93% 94% 94% 96% 94%

Mail-order 
prescription 
program

88% 87% 87% 91% 91%

Chiropractic 
insurance

81% 80% 81% 80% 85%

Preferred 
provider 
organization 
(PPO)

87% 87% 85% 81% 85%

Source: 2010 Employee Benefits (SHRM, 2010)

Figure 1 | To What extent Have Benefits Offerings Been 
Negatively Affected By the Challenges to the u.S. and global 
economy?
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(n = 519)
Note: Excludes respondents who answered “not sure.”
Source: 2010 Employee Benefits (SHRM, 2010)
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Retirement savings and planning benefits 
Most organizations offer a defined contribution retirement 
plan with an employer match. However, there were 
considerable differences by sector in what retirement savings 
and planning benefits were offered. Publicly owned for-profit 
organizations were more likely to offer a number of these 
benefits. The retirement savings benefits most commonly 
offered by organizations in 2010 are shown in Table 4. 

Paid leave benefits 
Overall, larger organizations were significantly more likely 
to offer paid leave benefits, as were government-sector 
organizations. The paid leave benefits most likely to be offered 
by employers are shown in Table 5.

Flexible working benefits
Larger organizations were significantly more likely than 
smaller organizations to offer many of these benefits, as were 
governmental organizations compared with other sectors. 
Table 6 shows the top five flexible working benefits employers 
were offering in 2010.

Family-friendly benefits 
Far fewer organizations offer these types of benefits compared 
with those that offer health care, wellness, retirement and paid 
leave benefits. Large organizations were more likely to offer 
many family-friendly benefits, with the exception of allowing 
employees to bring a child to work in an emergency. See Table 
7 for the top five family-friendly benefits employers were most 
likely to offer in 2010; only a small percentage of employers 
offered the other types of family-friendly benefits the survey 
asked about.

Table 3: Top 5 Preventive Health and Wellness Benefits Offered 
by employers (by Year)

2006 2007 2008 2009 2010

Wellness 
resources and 
information

— — 72% 72% 75%

On-site 
seasonal flu 
vaccinations

— — — — 68%

Wellness 
programs

— — 58% 59% 59%

24-hour nurse 
line

— — 50% 50% 56%

CPR training/
first aid

57% 55% 55% 53% 55%

Note: A dash (—) indicates that this particular benefit was not asked about or was combined 
with another benefit for that year.
Source: 2010 Employee Benefits (SHRM, 2010)

Table 4: Top 5 Retirement Savings and Planning Benefits Offered 
by employers (by Year)

2006 2007 2008 2009 2010

Defined 
contribution 
retirement plan

81% 83% 84% 90% 92%

Employer match 
for defined 
contribution 
retirement plan

74% 74% 75% 72% 72%

Defined 
contribution 
plan loans

— — 69% 69% 69%

Balanced funds — — 59% 61% 60%

Target-date 
retirement 
funds

— — 37% 39% 46%

Note: A dash (—) indicates that this particular benefit was not asked about or was combined 
with another benefit for that year.
Source: 2010 Employee Benefits (SHRM, 2010)

Table 5: Top 5 Paid leave Benefits Offered by employers 
(by Year)

2006 2007 2008 2009 2010

Paid holidays 98% 97% 97% 97% 97%

Paid 
bereavement 
leave

91% 90% 90% 90% 89%

Paid jury duty 
above what is 
required by law

— — — 62% 68%

Paid time off 
plan

— — — 42% 47%

Paid vacation 
plan

— — — 47% 44%

Note:  A dash (—) indicates that this particular benefit was not asked about or was combined 
with another benefit for that year.
Source: 2010 Employee Benefits (SHRM, 2010)

Table 6: Top 5 Flexible Working Benefits Offered by employers 
(by Year)

2006 2007 2008 2009 2010

Casual dress 
day (one day 
per week)

62% 66% 62% 59% 57%

Flextime 57% 58% 59% 54% 49%

Telecommuting 
on an ad-hoc 
basis

45% 48% 47% 45% 44%

Break 
arrangements

— — — 43% 43%

Mealtime flex — — 44% 41% 39%

Note:  A dash (—) indicates that this particular benefit was not asked about or was combined 
with another benefit for that year.
Source: 2010 Employee Benefits (SHRM, 2010)
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Benefits Are Critical to employee Job Satisfaction .........................................................................

The SHRM 2010 Employee Job Satisfaction Research 
Report 2 shows that employees rank benefits among their 
top contributors to job satisfaction. Because of this, even in 
difficult economic times, employers that continue to provide 
a strong benefits package will see that investment pay off 
in higher rates of employee job satisfaction and retention. 
HR professionals can help keep their organizations up-to-
date on issues that could affect benefits plans by monitoring 
legislation and carefully considering the potential impact of 
local, state and federal laws. They must also communicate the 
value of the organization’s benefits package so that employees 

fully understand all of their options and the true value of their 
benefits package. Total compensation statements, benefits 
workshops or benefits fairs, employee meetings and social 
networking tools are examples of communication methods 
that organizations can use to help ensure their benefits 
program is valued, understood and used by employees. 
Finally, HR professionals can leverage their existing benefits 
plans and improve on them by regularly reviewing their plans 
and asking for employee feedback.

To read the full 2010 Employee Benefits Research Report, 
visit www.shrm.org/surveys.

endnotes ....................................................................................................................................................................
1 Society for Human Resource Management. (2010). 2010 employee benefits: A research report by SHRM. Alexandria, VA: Author. 
2 Society for Human Resource Management. (2010). 2010 employee job satisfaction: A research report by SHRM. Alexandria, VA: Author.

Table 7: Top 5 Family-Friendly Benefits Offered by employers (by Year)

2006 2007 2008 2009 2010

Dependent care flexible spending account 76% 76% 75% 70% 72%

Bring child to work in emergency 22% 29% 31% 29% 30%

On-site lactation/mother’s room — — 25% 25% 28%

Child care referral service 22% 21% 18% 13% 17%

Domestic partner benefits for same-sex partners (not including health care coverage) — — 15% 14% 15%

Note: A dash (—) indicates that this particular benefit was not asked about or was combined with another benefit for that year.
Source: 2010 Employee Benefits (SHRM, 2010)
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