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When talking to our own clients across the country, we 
discovered a desire among leaders for more information 
on employee benefits for the affordable housing industry. In 
this tight labor market, salary alone is not the key driver for 
attracting and retaining talent. Leaders want to know how 
their organization compares to their peers for competitive 
benefits. Are they similar, less competitive or better?  

It seemed like the perfect opportunity for LvHJ to conduct 
a survey to fill this knowledge gap. 

Today, we are pleased to present findings from the 
2019 Affordable Housing Employee Benefits Survey, a 
voluntary survey of CFOs, executives and managers about 
employee benefits in affordable housing organizations 
and related entities across the country. 

This year’s survey attracted 49 participants from large 
and small organizations who were gracious enough to 
provide informative details on their benefits packages for 
full-time, key employees and part-time staff — traditional 
benefits as well as some popular and progressive non-
monetary benefits. We thank all of you who contributed 
to this unique survey.

Among the many interesting facts pulled from the 
survey is that about 27 percent of respondents are 
challenged by not knowing how competitive their 
benefits are. This report can help leaders gain a broader 
perspective on opportunities for new benefits while also 
managing their costs. For example, we learned from the 
data that affordable housing leaders could add benefits that 
have high perceived value, but don’t necessarily increase 
the budget. Other benefits do add financial cost, but could 
result in higher retention rates because they increase job 
satisfaction.  

We hope you find the following data useful as you 
plan ahead for negotiating new and diverse benefits 
packages that attract and retain great talent. Thank you 
again for your interest. 
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2019 EMPLOYEE BENEFITS  
KEY FINDINGS

 
 

 
 
 

 
 
 

49 Participants

24 CFOs/COOs 
49%

4 VPs Finance/HR 
8%

6 Directors of 
Finance/Officers 

12%

6 Controllers 
12%

4 HR Managers 
8%

5 Accounting/Admin 
10%

Top Benefits Provided –  
All Full-time Employees

98%Health Insurance 

92%Defined Contribution Plan

92%Dental Insurance

87.5%Vacation Pay

85%Life Insurance

85%Paid Sick Days

83%Vision Insurance

Top Unique Benefits Provided
Smaller sections in this graph equal the most unique benefits 

based on fewer organizations offering them. 

19%

21%

4%Job Sharing Options

4%Day Care Benefits

4%Scholarships

8%Defined Benefit Pension Plan

8%Expense Account [non-accountable]

10%Paid Volunteer Time

Gym Membership

Paid Parental Leave

Top Benefits Provided – All Key Employees 
Note: Some states mandate paid sick time, but others may include sick time 
in general PTO; some organizations are also exempt based on their size. 

89%

86%

84%

84%

81%

76%

76%

Health Insurance

Vacation Pay

Life Insurance

Paid Sick Days

Dental Insurance

Retirement Account

Vision Insurance
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Best Benefits Practices
Participants identified these best practices, adopted by their 

organization, to improve their benefit offerings and work culture.

Shopping Providers  

52%

Wellness Plans  

43%

Frequent Communication  

36%

Online User Tools  

33%

Benefit Design Changes  

29%

Eligibility Audits  

10%

Joining Professional Employer Organizations (PEOs) 

5%

Employee Survey  

2%

Top Unique Benefits Provided –  
Key Employees

Job Sharing Options 3%

Day Care Benefits 3%

Expense Account 11%

Pension 11%

Gym Membership 11%

Paid Parental Leave 16%

Mental Health Care 22%

Paid Volunteer Time 13.5%

69%

62%

Top Non-Monetary Benefits – All* 
*Perceived by participants as top non-monetary perks 

Flexible Scheduling

Remote Work Options

Personal or Professional Recognition

Updated Technology/Equip.

Catered Meals/Treats

Team Outings/Stocked Break Room

On-Site Fitness

59%

36%

31%

12%

7%
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EXECUTIVE SUMMARY 

In the last five years, half of affordable housing 
organizations and related organizations in this survey 
have added benefits to their overall compensation 
packages. About 20 percent of these organizations 
improved retirement benefit options by increasing 
matches or shortening the time to qualify for the benefit. 
The second most popular new benefit involved flexible 
work arrangements or remote work options as well as 
some reimbursement of commuter miles. 

Coming in third were improvements to health insurance 
benefits, which included alternative health care 
options, contributions to a Health Savings Account, 
and increases to dependent coverage, vision benefits 
and dental coverage. A few organizations have also 
recently added life insurance and short-term or long-term 
disability insurance, in some cases as a voluntary option 
at the employee’s expense.

Rounding out the top benefits added in the last five years 
is tuition reimbursement, as organizations acknowledge 

6

91% OF LEADERS ARE 
CHALLENGED BY THE 
INCREASING COSTS 
OF THEIR EMPLOYEE 
BENEFITS PACKAGES. 
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the challenge for employees to advance their skills in 
not-for-profit organizations if they are hampered by 
student debt. Reimbursement appears to go toward new 
education credits rather than forgiving past student debt, 
but at least one organization is considering student loan 
forgiveness as a future benefit.  

Other new benefits have included the addition of 
wellness programs to reduce health care benefit 
costs, additional holiday pay, and Flexible Spending 
Accounts for various employee expenses such as day 
care or parking. The most unique new benefits being 
considered among these organizations include a first-
time homebuyer benefit and voluntary pet insurance. 
One organization offers four weeks of paid sabbatical 
time after every 5-year anniversary; it was not clear 
whether or not this was just for full-time employees. 

Organization leaders seem very aware of recruitment 
in a tight job market, and the new benefits were 
typically prompted by the goal of being competitive 
and also satisfying employee requests. In some cases, 
the organization’s executives recommended the 
benefit, while in other cases the changes represented 
a reinstatement of benefits lost during the recession. 
A couple of organizations made changes to meet 
regulatory compliance, but overall survey responses 
indicate a desire to match industry norms and employee 
expectations. 

For organizations in which the value of the benefits 
package has been reduced in the past five years, 
the changes mainly included reductions in employer 
contributions to health insurance premiums. Some of 
these decisions impact other offered benefits. In order 
to add some dependent coverage, for example, one 
organization decreased the employer’s percentage 
contribution to the 403(b) plan. Another organization 
chose to cap the employer’s contribution to health care 
premiums. Yet another organization reduced health 

insurance coverage benefits if the employee opted out 
of the wellness plan. In all of these cases, it appears 
that reduced benefits were prompted by changes or 
increased costs at the insurance payer level, ultimately 
impacting employer premium payments and types of 
coverage these organizations can offer due to increased 
employer costs.   

7

MOST UNIQUE BENEFITS 
OFFERED/CONSIDERED: 

PET INSURANCE

FIRST-TIME HOMEBUYER CREDIT

IN-HOUSE YOGA
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In regard to legislation on minimum wage or sick 
leave pay, it varied by state, but only a few affordable 
housing leaders expressed concern over the legislation 
in either case. Most leaders note that they already offer 
a generous PTO policy and have made a point to keep 
up with competitive wages. For the few organizations 
that saw a larger impact, the impacts included having 
to provide sick leave to hourly workers who were at less 
than 50 percent full-time and/or having to raise wages 
for their lowest-paid employees in a short amount of 
time. Overall, organizations are cognizant of providing 
competitive wages and time off in order to attract talent. 
Several organizations noted recent increases in holiday 
pay (i.e. adding more paid holidays) in the past five 
years. 

It is not surprising that the primary challenge for 
affordable housing organizations is increased costs for 
maintaining their benefits package, cited by 91 percent 
of leaders in the survey. As noted earlier, about 27 
percent express challenges in assessing whether their 
packages are competitive for the industry, which this 
survey hopes to alleviate to some degree. About 24 
percent cite the challenges of administration, which 
includes having the right in-house expertise as well 
as communicating benefits in a timely, clear and 
compliant process to employees. A few organizations 
also cite the changing nature of their employee base 
in terms of their need and desire for certain benefits. 
For example, employees may now have families and 
use more sick leave, or they are aging and use more 
medical care than before.  

In addition to traditional benefits, leaders recognize 
the value of time for employees as a non-monetary 
benefit. In response, they are offering flexibility in 
scheduling and job roles as well as options for paid 
volunteer time, sabbaticals and remote work options. 
Providing employees with more control over their 
schedules is viewed as necessary in order to sustain 

an engaged and productive workforce. To support their 
efforts at being flexible and managing costs, organizations 
are implementing best practices that include more frequent 
communication through the week, employee surveys and 
membership in Professional Employer Organizations (PEOs). 

AFTER 5 YEARS 
TENURE, WE OFFER 
$1,000 AND A DAY 
OF VACATION FOR 
EMPLOYEES TO 
HAVE A ‘FIVE-YEAR 
EXPERIENCE.’ THEY 
GIVE A 5-MINUTE 
PRESENTATION WITH 
PHOTOS OF THEIR 
EXPERIENCE AT THE 
NEXT STAFF MEETING. 
STAFF LOVE IT. 

“
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Specifically, more than half of leaders shop benefit 
providers regularly and more than 42 percent have 
instituted an employee wellness plan, likely to gain a 
better benefit package from providers and as a proactive 
focus on employee well-being. 

Looking ahead, affordable housing leaders are 
advancing their remote work policies as a long-term 
strategy to reduce office space costs. They are also 
adding to their current benefits packages in the next 
24 months to keep up with competitive standards, 
including adding life insurance, formalizing tuition 
reimbursement or continuing education plans, 
adding wellness plans and considering perks like 
fully paid parking, bonuses added to 401(k) plans 
and student loan forgiveness. It’s clear that leaders 
are aware of specific employee requests within their 
organizations that can help them stand out from other 
organizations and add to quality of life, but won’t 
adversely increase the burden on bottom lines.  

The following sections provide more detail about 
responses to the 2019 Affordable Housing Benefits 
Survey.
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HEALTH INSURANCE BENEFITS 
VARY WIDELY WITH COST 
CONCERNS

According to leaders in this year’s survey, 74 percent of 
organizations offer single employee coverage while 64 
percent offer family coverage that includes the employee 
and eligible family members. The only other option offered 
was employee plus spouse coverage by 45 percent of 
organizations in the survey. One organization clarified this 
coverage by citing “domestic partner” or spouse coverage. 
Another limited eligibility by saying that spouses can only 
be covered if not “offered” health insurance somewhere 
else. That is, if the spouse is offered health insurance through 
another employer, the organization will not cover the spouse. 
 
None of the organizations surveyed offer retiree health 
benefits. 

As for what the employers pay, 42.5 percent of organizations 
cover the full employee premium, and 25.5 percent pay 
a portion of the employee premium. The most generous of 
organizations that partially cover the employee premium only 
required the employee to pay $30-$100/mo. toward the 
premium. Others capped the employer-paid amount at 75 
percent to 95 percent of the premium cost for single or family 
coverage. One organization offers $500 a month toward 
dependent coverage while fully covering the employee.

Another way leaders are managing costs is to choose 
a standard plan and cover the premium 100 percent 
for the employee while having the employee cover the 
difference in premium for a lower-deductible plan or more 
comprehensive coverage and/or family plan.

About 7 percent of organizations paid varying amounts 
of employee premiums based on age, salary and costs 

of coverage. While one organization chose a standard 
plan based on age group and allowed employees in 
that same age group to choose another plan and cover 
the difference, other organizations offered varying plan 
options. Another guideline used was to have the employee 
pay the premium, but max out the employer’s allowable pre-
tax contribution to the employee’s Health Savings Account 
(HSA), for high-deductible plans that included HSAs, to 
help the employee cover actual medical expenses. Some 
organizations cover a portion of premium costs and also 
contribute to the employee’s HSA.

JUST OVER ONE-THIRD OF 

AFFORDABLE HOUSING LEADERS 

SAY THEIR BENEFITS PACKAGES 

INCLUDE SPECIFIC COVERAGE FOR 

MENTAL HEALTH CARE. 
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To gain a perspective on the variety of ways that affordable 
housing organizations are offering health care benefits, here 
is a breakdown of some specific health benefit arrangements: 

• 90% capped amount of cheapest plan, employee only

• 75% of employee or family premium

• 85% of employee and 55% of dependent premium

• Capped amount of $515/mo. medical, $62/mo. 
dental, $11/mo. vision

• Capped amounts ranging from $1,000-$2,800/mo. 
toward premium costs

• 75% of higher cost plans or 80% of lowest cost plan

• $1,000 to HSA for higher cost plans, $1,500 to HSA 
for lowest cost plans

Similar to retirement benefit options, there is wide 
variance in how employers in affordable housing 
can negotiate their health care plans. In addition to 
shopping providers, organizations are joining PEOs to 

“purchase” more benefits for their combined dollars. 
Ultimately, like other industries, affordable housing 
organizations are gradually shifting costs to employees 
even as they look for other benefits that can add value.  

LIFE/DISABILITY INSURANCE 
COVERAGE BECOMING THE 
NORM

In the last five years, the addition of life and/or 
disability insurance has become a popular new benefit 
among affordable housing organizations. Premiums are 
more cost-effective than for health insurance, but offer 
employees and their dependents a long-term benefit. 

Among the organizations that offered Life (85%) and/
or Disability (73%) insurance coverage, the standard 
benefit for life insurance was equal to the employee’s 
salary. However, an equal number of organizations 
offered a policy across all full-time and key employees 
that paid out a max benefit of $50,000. From there, 
coverage varied by age, gender and position in the 
organization. Some organizations capped the max 
benefit between $100,000 to $500,000 for life 
insurance. For either short-term disability (STDI) or long-
term disability (LTD) coverage, the max benefit was 
typically 60 percent of salary with a max per week or 
per month amount. 

The range of terms for life and disability insurance 
coverage options means that organizations should 
review their current options to determine if they 
still offer the best terms and pricing. Premiums per 
employee ranged from $6 to $50 per month, according 
to leaders surveyed.
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EMPLOYEE TUITION 
REIMBURSEMENT BENEFITS 
GAINING TRACTION

Of the approximately 42 percent of organizations that 
provide some type of tuition reimbursement—apart from 
continuing education/training offered—reimbursements 
generally ranged from $1,500 to $5,000 per calendar 
year. Reimbursements were generally tied to pre-approvals, 
proof of completing the course, and sometimes on 
the grade received for the course if applicable. One 
organization offered reimbursement up to a certain number 
of credit hours per academic session. Another organization 
required two years of service prior to receiving a tuition 
reimbursement benefit.

About half of the survey respondents said that tuition 
reimbursement varied, and requests were evaluated on a 
case-by-case basis. 

Tuition reimbursement appears to cover current full-time or 
key employees that are advancing their skill levels on behalf 
of the organization or for some type of organizational 
benefit. Therefore, the benefit seems to be geared toward 
retention rather than attracting younger professionals or staff 
that are completing school, however, the responses weren’t 
completely clear on the value. At least one organization is 
taking educational considerations a step further and may 
offer student loan forgiveness in some manner as a benefit 
in the next 24 months. 

 
RETIREMENT BENEFITS 
SHIFTED TO DEFINED 
CONTRIBUTION/401(K)S

About one-third of leaders in the survey cited up to a 4 
percent match of the eligible employee’s contributions—
or 4 percent of salary with no match required—to some 
type of retirement plan. This appears to be the baseline 
standard, with a wide variation offering lower or higher 
amounts. 
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Some of these retirement benefit variations included the 
following:

• 50% of employee contributions (some up to a 
percentage of salary)

• 6% across all eligible employees

• Up to 10% match based on min. mandated 
employee contribution

• 1.5- 3% base employer contribution/match for 
all eligible employees

• 6-8% based on years of employment

• Capped dollar amount match contribution available

The majority of retirement benefit plans are defined 
contribution plans, with employees contributing a portion 
of pre-tax wages to either 403(b) or 401(k) plans. Only 
about 8 percent of leaders say they offer a pension 
or defined benefit plan contributed to exclusively 
by the employer. Among those organizations, all 
leaders cite challenges with the increased costs of 
their benefits package. Each organization has altered 
benefits in recent years, including putting a limit on 
the dollar amount or percentage contribution to the 
employee’s health insurance premium. For example, 
one organization covers 100 percent of the employee-
only premium and another covers 85 percent of the 
employee and 55 percent of the dependent premium.

Eligibility mainly includes full-time or key employees with 
eligibility starting either immediately, after 90 days or 
after up to 24 months of employment. Some employees 
are auto-enrolled and some employees have a required 
contribution amount per year. 

About 7 percent of organizations offer “profit-sharing” 
above and beyond an employer contribution/match to 
the retirement plan. Percentages of profit-sharing ranged 
from 1.5 percent to up to 4 percent of the employee’s 
salary.

Like health insurance benefits, the range of options 
for retirement benefits are broad among affordable 
housing organizations. While there are compliance 
rules and administration requirements around the types 
of plans chosen, leaders can review their current benefit 
offerings in light of competitive opportunities and 
the demographics of their employee base…making 
adjustments that match employee participation as well 
as the performance of the organization.

ABOUT 7 PERCENT OF 

ORGANIZATIONS OFFER “PROFIT-

SHARING” ABOVE AND BEYOND 

AN EMPLOYER CONTRIBUTION/

MATCH TO THE RETIREMENT PLAN. 
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CONCLUSIONS

In this first survey of affordable housing leaders about 
their employee benefits packages, we found several 
areas of common ground as well as some insightful 
trends across the country. 

Traditional benefits like health care (including vision and 
dental) and retirement plans are still highly desirable, 
but additional offerings such as life insurance, short- and 
long-term disability insurance and tuition reimbursement 
have also become “normal” in the past five years. We 
discovered that employees generally view flexibility 
as an expected non-monetary benefit, but flexibility in 
remote work, specifically, could also support affordable 
housing organizations with reducing the costs of office 
space in the next two years. 

We see efforts to formalize cost management as well 
as administration and review of benefits packages to 
sustain competitive offerings in a tight labor market. 
In the current climate, leaders are also more open to 

less traditional benefit offerings that attract and engage 
employees, whether it’s a gym membership, individual 
employee recognition and development plans or extra 
time off to pursue personal goals. 

In light of these conclusions, employee benefits still 
take on the flavor and culture of each organization, 
whether it’s a formal celebration of birthdays, 
consideration for pets as well as children, or 
incentives for employees to pursue and share a 
unique experience and expand their skills. We are 
happy to note that leaders take a personal approach 
to their overall benefit offerings, honoring the tenure 
of long-term employees while listening carefully to the 
next generation’s view of work. It has been a pleasure 
to analyze and report on these findings, and we look 
forward to using these insights to continue to serve 
affordable housing and not-for-profit leaders with relevant 
and valuable consulting. 
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ABOUT THE SURVEY

The 2019 Affordable Housing Benefits Survey conducted 
by Lindquist, von Husen & Joyce LLP is designed to gather 
a baseline of stated employee benefits offered among 
affordable housing organizations. The nationwide sample 
was conducted with voluntary participants who were not 
compensated in any way. This report summarizes all data 
from the survey into key findings about such things as types 
of benefits, value of benefits, challenges to sustaining 
benefits and best practices.  

All leaders participated independently through a third 
party, electronic survey conducted by Ingenuity Marketing 
Group, LLC, the consultants we retained for this project. 
Responses in this report reflect an aggregate of total 
responses. It is not, nor is it intended to be, scientific in 
any way, including in its number of respondents, selection 
of respondents or response rate. Accordingly, this report 
summarizes findings and does not necessarily indicate 
economic or industry-wide perceptions or trends. 

The 2019 Affordable Housing Benefits Survey and its 
contents are owned by Lindquist, von Husen & Joyce LLP 
(LvHJ). LvHJ is the originator and owner of the respondent 
list and raw data gathered from the third-party electronic 
survey to inform this report. Private financial and other 
such data that would identify individual participants are 
confidential, and we do not share individual data for 
marketing or other purposes.  

Lindquist, von Husen & Joyce LLP is not, by means of this 
publication, rendering accounting, business, financial, 
investment, tax, legal, or other professional advice 
or services. This publication is not a substitute for such 
professional advice or services, nor should it be used as 
a basis for any decision or action that may affect your 
organization. Before making any decisions that may 
impact your organization, you should consult a qualified 
professional advisor.
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Phone: 415-957-9999
Fax: 415-957-1629

info@lvhj.com
www.lvhj.com 

ABOUT LVHJ

As a leading preferred audit and tax services provider for 
the affordable housing industry, Lindquist, von Husen & 
Joyce LLP serves hundreds of clients in this niche. Our firm 
has grown with the needs of the industry, predominantly 
throughout California.

Our partners and senior management team speak locally 
and around the country and provide training on important 
emerging audit, tax and compliance issues. Industry 
experience includes services to not-for-profit and for-profit 
real estate developers, LIHTC limited partnerships and 
tax-exempt general partners, HUD properties, property 
management companies, resident service providers, and 
other participants such as CDFIs.  

Professional affiliations to the industry include presentations 
and seminars in partnership with the Local Initiative Support 
Corporation, Support Center for Nonprofit Management, 

Nonprofit Housing Association of Northern California, 
Southern California Association of Nonprofit Housing, the 
San Francisco Chamber of Commerce, NeighborWorks 
America, StrengthMatters, AICPA national conferences, 
and at various other organizations and local universities.

In addition to our core audit and tax services, other 
affordable housing experience includes:

• Consolidation issues for real estate developers and 
their affiliates

• Cost certification audits
• Eligible vs. non-eligible basis analysis
• Tax credit computation
• Agreed-upon procedure engagements
• Year 15 buy-out analysis
• Accounting for building and construction costs
• Budgeting and cash flow analysis
• Special reporting requirements
• IRC Section 42 compliance testing
• REAC filing requirements

Contact: 
S. Scott Seamands, CPA
Lindquist, von Husen & Joyce LLP
90 New Montgomery, 11th Floor
San Francisco, CA  94105
Direct: 415.905.5408

mailto:info@lvhj.com
http://www.lvhj.com

