
People need support to address the many stressors that make it difficult to focus on work, and make 
it impossible for many people, especially women, to remain in the workforce at all. Employers are in 
a position to help. With the right mix of benefits — ones that address education and care needs — 
you can make a real difference in your people’s lives, while also helping attract, retain, and grow 
your workforce. 
 
Money Is One Reason People Change Jobs —  
But Not the Solution to High Turnover
Money matters, especially in light of the multiple global crises that have contributed to uncertainty 
in recent years. These concerns have led many employees to change jobs as they search for greater 
financial security. In fact, 63% of people who changed jobs in 2021 said that higher pay was  
a factor.1 

In response, many employers have looked for ways to increase compensation by raising starting 
wages, providing signing bonuses, and more.2 But despite paying people more, many organizations 
are still struggling to fill open positions and retain workers.

Continual compensation increases can’t be your only tool to attract and retain talent

Even the most successful companies don’t have an endless budget. In healthcare in particular, 
staffing shortages are so severe that some hospitals are paying astronomical signing bonuses — up 
to $40,000 — to newly hired nurses.3 That’s in addition to other enticements such as reimbursement 
for relocation expenses. Many hospitals are also relying heavily on highly paid travel nurses, leading 
to fears that the cost of staffing is unsustainable.4

Are Compensation Increases  
a Sustainable Talent Strategy?

To attract, retain, and grow talent in a tight labor market, many employers 
turn first to offering compensation increases. The problem is, ever-increasing 
salaries for employees are both unsustainable and ultimately ineffective 
— especially during times of high inflation. What can be done? To become 
an employer of choice, you need new tools and fresh strategies to attract, 
retain, and grow your people.

How benefits complement compensation to attract, retain,  
and grow your workforce



Holistic benefits — those that take all of a person’s personal and professional needs into account 
— offer an alternative strategy. In fact, 80% of workers would choose a job with benefits over an 
identical job that offered 30% more salary but no benefits.5 As a result, not only are continual  
wage increases unsustainable, they’re ultimately an ineffective and incomplete retention and 
growth strategy.

To take your talent acquisition, retention, and benefits strategy beyond compensation increases, 
take a broader approach grounded in education and care. In doing so, your strategy will appeal to all 
employee demographics, particularly millennials, the majority of today’s workers.6

People Are Looking to Their Employers  
for Help Managing Work and Life

In past decades, even the best employers had a fixed mindset on benefits that rarely went beyond 
health insurance and retirement. But today, you can’t compete for talent if you don’t provide benefits 
that have a significant positive impact on the daily lives of your people.

That’s because many challenges affecting people today make it impossible to balance work and 
home life. Lack of child care options, for example, often forces parents — particularly women — 
to leave the workforce altogether.7,8 As a result, a stunning 90% of parents say they need help 
managing their work and personal lives.9 But it’s not just parents looking for help. Employees at 
every life stage and in every situation seek benefits grounded in flexibility and support. From access 
to affordable elder care to continuing education to building critical career or personal skills, many 
people are in need of assistance that is not available to them or is cost-prohibitive.

As a result, many are turning to employers for help, and receiving that support has increasingly 
become an expectation. Employers that respond to this call will gain a competitive advantage by 
better recruiting, retaining, and growing their people.

Listen and deliver on employees’ need for flexibility and support

To provide the kind of support your employees expect, you must first recognize that each person 
in your organization has unique needs. But they will vary based on a host of factors, such as your 
industry and your employees’ specific circumstances. For this reason, it’s essential to first listen to the 
needs of your employees to determine what benefits would have the greatest impact. For example, 
many working parents face child care challenges, which can impede their ability to do their job. 

Healthcare workers, in particular, find they’re unable to arrange for care when they’re asked to work 
extra hours or on their regular days off due to staffing shortages. For Sarah, a healthcare worker 
and parent in Washington state, having access to emergency child care through her employer has 
allowed her to pick up extra shifts and have care covered when her regular babysitter was sick. 
Without this benefit, Sarah may have had to unexpectedly miss work, placing strain on herself and 
her coworkers. And when these kinds of episodes occur regularly, it can lead working parents — 
especially moms — to quit their jobs.10 As a result, for parents like Sarah, child care benefits can be 
tied directly to retention and productivity.

Many of your employees face child care challenges like Sarah did, but your employees’ needs are 
diverse. They face challenges ranging from caring for aging parents to finding tutoring support for 
teenage children, and more. As an employer, you have the opportunity to serve your employees’ 
needs at all of their life stages, improving their lives outside of work.



Don’t Just Stop at Care and Education — 
Leverage Lifelong Learning to Create Professional Growth

A recent study showed that nearly half of employees desire opportunities to build new skills and  
grow their careers.11 As a result, employers are in a position to set themselves apart by providing 
educational growth opportunities while also creating a path for them to advance within the 
organization. And when people feel that they have a future at an organization, they’re far  
more likely to be engaged in their work and less likely to leave their job.12

McDonald’s provides an example of this strategy in action. In 2015, the company established its own 
employee education program, Archways to Opportunity.13 

According to Lisa Schumacher, director of education strategies, “The Archways program reaches all 
life cycles of our employees, from high school workers’ first jobs to grandmothers who want to stay 
busy.” Schumacher continued, “The program is a win-win for employees and employers; employees 
are given access to no- or low-cost education programs to foster long-term professional success while 
also developing the skills they need to be successful on the job.”

Not only has Archways made a difference in the lives of McDonald’s team members, it has been a 
boon to the company as well. McDonald’s found that employees who utilize education benefits are 
2.5 times more likely to get promoted and have two times longer retention rates. When employers 
provide personal and professional growth opportunities, employees respond. As Schumacher says, 
the Archways program acts “as an effective hiring and retention tool” for McDonald’s.

An Approach to Benefits With Real Impact
Constant compensation increases are an unsustainable talent recruiting, retention, and growth 
strategy amid ever-increasing inflation. They also fail to address the real needs of your people.  
But education and care benefits can make a real difference in your employees’ lives, creating 
opportunities for personal and professional growth, without putting your organization’s finances 
in peril.

By giving your employees benefits that meet their unique needs, you’ll create a culture that attracts, 
retains, and grows talent at a time when turnover is a struggle for many organizations. What’s more, 
you’ll avoid the never-ending compensation increases many organizations are struggling with today.

Contact us to learn more. 
800-453-9383  l  clientservices@brighthorizons.com  
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