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HR teams are usually sitting on one of the most valuable sources of workforce insight — benefits data.

Benefits datais frequently underutilized because organizations lack the tools or clarity to turn it into actionable
insights. In many cases, analytics are difficult to interpret, or workforce decisions are still driven by intuition,
benchmarking, or legacy practices that no longer reflect today’ s workforce.

The impact is significant. Organizations are making critical business decisions without the full picture.
Therefore, missing opportunities to improve employee satisfaction, attract talent, and reduce turnover. Benefits
data has the potential to reduce wasted HR spend and shift organizations from reactive to more proactive
strategies, but only if it is actively used.

Instead of being treated as a metric to report on, benefits data should play a central role in shaping key HR and
business decisions.

Decision #1. Retention Strategy

Benefits data can help answer afundamental question: why are employees leaving, and what would encourage
them to stay?

Retention efforts are often driven by exit interviews and engagement surveys aone, leaving benefits data out of
the picture. Metrics such as usage, satisfaction, and claims trends provide valuable context that these tools alone
cannot capture.

By drawing connections between benefits usage and retention, organizations can turn their datainto an early
warning system, particularly when it comes to mental health and wellness programs. Rising utilization in these
areas can signal increased disengagement or frustration that may lead to higher turnover. By analyzing trends
over time, HR can proactively adjust offerings to better support employees and reduce wasted spending. As Gen
Z enters the workforce and employee expectations continue to evolve, it’s a'so important to segment retention
risk by group and tailor benefits accordingly.

Retention has a direct financial impact on an organization, and inefficient benefits spend often goes unnoticed.
By analyzing this data, it enables proactive intervention rather than reactive intervention.

Decision #2: Workfor ce Planning

Employers may overlook that benefits data doesn’t define the type of workforce needed; instead, workforce
requirements should be shaped by business goals, with benefits then aligned to support that target group.

By analyzing health, absence, and utilization data, employers can anticipate workforce needs in both the short
and long term. Patterns in benefits usage can highlight broader workforce trends, such as burnout, chronic
conditions, or caregiving responsibilities, all factors that directly impact productivity and capacity.

By aligning a benefits strategy with future workforce demographics and risks, proactive steps can be taken to
minimize surprises.
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Benefits data often reveal s hidden workforce patterns that are not visible from exit interviews and performance
reviews. When used effectively, it supports a more forward-looking and informed approach to workforce
planning.

Decision #3: Budget Allocation

When benefits budgets are not aligned with actual employee use, wasted spend can accumulate quickly.
Historically, benefits decisions are based on prior spend rather than on current trends. This makesit difficult to
determine which programs deliver value and which contribute to wasted investment.

Employers can help address this issue by further analyzing utilization and cost per benefits to identify underused
programs. Further, repositioning spend towards high-impact benefits that drive engagement and outcomes will
deliver amore effective and sustained workforce. By using financial modeling and scenario analysis, employers
are able to guide benefit investment decisions.

While benefits are one of the largest expenses, they can also be one of the organization’s most effective
investments when guided by the right data.

Decision #4: Vendor Negotiations

Employers often struggle to determine whether they are getting full value from their benefits vendors. Thefact is
that vendor negotiations often rely on high-level benchmarks or renewal pricing, and limited use of internal data
on utilization, outcomes, and employee experience can make this challenging.

By leveraging claims and utilization data, employers can evaluate vendors based on how well they deliver
outcomes for their specific workforce. Comparing performance across cost, engagement, and satisfaction
provides a clearer, more objective view of effectiveness.

Because vendors represent a significant portion of benefits spend, using datain these decisions can strengthen
negotiation power and reduce unnecessary costs.

Decision #5: Employee Communication Strategy

Even well-designed benefits programs can fall short if communication is ineffective. Benefits communications
are often generic, complex, and not informed by data. As aresult, HR teams may lack visibility into which
benefits employees actually engage with or understand.

Using enrollment, engagement and feedback data can be critical to refine communication strategies and identify
which benefits are misunderstood or underutilized. Personalized communication by employee segment can
improve relevance, engagement, and overall understanding.

When communication is unclear, the percelved value of benefits decreases — even if the offerings themselves
are strong. Data hel ps ensure that benefits are not only available but understood and utilized.

Smarter Decisions Start with Better Data Use

For many organizations, the challenge is not alack of data— it is a disconnect between the data they have and
the decisions they make.

Benefits data has the potential to guide some of HR’s most critical and hard to answer questions, especially in
terms of ROI. Organizations that prioritize addressing this knowledge shortfall gain a competitive advantage in
cost control, employee retention, and workforce performance. By beginning to think about how benefits datais



used, and not just collected, employers will see a dramatic change in their workforce.
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