
Is your company looking to Improve employee satisfaction and retention 
for your company by offering a comprehensive employee benefits 
package with ancillary coverages that fill in gaps left by traditional medical 
offerings. Clarke & Company Benefits partners with a wide array of 
carriers offering dental, life and AD&D, short- and long-term disability, 
vision, flex plans, dependent care, and supplemental benefits. Consult 
with us to build a complete benefits plan tailored to your company’s 
unique needs and unique needs and budget.  

Learn more about some of the ancillary options you can add to your 
benefits plan below.

Including dental insurance options in your benefits package is a simple 
and affordable way to encourage employees to maintain good oral and 
overall health. Dental insurance is flexible for both employers and 
employees. Dental can be offered paid by the company, premiums 
shared between the company and the employee, or can be paid entirely 
by the employee on a voluntary basis. Dental premiums can be run 
through a section 125 cafeteria plan on a pre-tax basis making dental 
insuinsurance even more affordable for employees. 



Appropriate life insurance is a key factor in overall financial 
health, and coverage is generally very affordable for employers 
since group plans spread the risk over many people. Life 
insurance is typically offered by the employer on a set benefit 
amount or on a multiple of salary amount. Coverage can 
include spouses and dependents. Voluntary life insurance can 
be offered on a guaranteed issue (no health questions) 
voluntavoluntary employee paid basis as a stand alone plan or along 
with employer paid plans. 

Accidental Death and Dismemberment is a policy that pays 
benefits to the beneficiary in the case of accidental death or 
severe injury. This limited form of life insurance is generally less 
expensive, but pays out more than 2-3 times the standard life 
insurance policy in the event of a death. AD&D can be a 
stand-alone policy or may be added to a life insurance policy. 
The plans are usually bundled with standard or voluntary life 
insuinsurance. 

The risk of disability is often underestimated and can result in a great deal of lost work time and 
decreased or eliminated income. It can be detrimental for employers, impacting workplace 
productivity and profitability. Disability coverage is actually insuring your employee’s paychecks in the 
event that they cannot work due to accident and/or sickness. 



STD coverage typically begins 1-15 days after an event that causes an 
injury, illness, or disability, and allows employees to receive pay at a 
fixed weekly amount or a set percentage of their income. STD 
typically lasts 10-26 weeks, and when its coverage ends, long-term 
disability (LTD) typically takes effect. Short-term disability can be 
offered paid by the company, premiums shared between the company 
and the employee, or can be paid entirely by the employee on a 
voluntavoluntary basis. Rates are usually based on the amount of weekly 
benefit. 

LTD protects workers if they become disabled for a prolonged 
period by paying them a set percentage of their regular income 
after a specified waiting period. The length of LTD plans varies; 
some may cover a period of 2-10 years, while others continue 
paying out until age 65, or your social security normal retirement 
age (SSNRA). LTD policies are often part of a standard benefits 
package. Long term disability can be offered paid by the 
compacompany, premiums shared between the company and the 
employee, or can be paid entirely by the employee on a 
voluntary basis. Rates are usually based on the amount of salary, 
including or on total income, includes bonuses, commissions, and 
other income. 





Offering your employees vision insurance can encourage necessary 
eye care and help supplement costs for vision needs. Regular eye 
doctor visits can identify otherwise unknown medical problems, 
helping to lower cost and improve treatment when those problems 
are caught early on. Vision insurance typically covers routine eye 
exams and most plans have a material allowance that pays every year 
or every other year for eyeglasses and/or contacts. Complex medical 
issues iissues involving your eyes or eyesight or typically covered in a group 
health plan and not in a vision plan. Vision plans can be offered to 
employees on an employer paid, premiums shared between employer 
and employee, or paid entirely by the employee. Vision plans can be 
pre-tax and run through a section 125 cafeteria plan. 

Your benefits consultant can help design a strategy for 
implementing your supplemental benefits plan, ensuring an 
understandable enrollment and administration process. They will 
help you plan and conduct both group and one-on-one 
implementation meetings, allowing employees to assess their 
current benefits and identify any gaps that can be filled by the 
supplemental benefits offered by the employer. The more 
seservices offered at the time of enrollment, the easier it is for 
employers to design a strategy that fits their specific needs. 
Carriers often offer electronic applications that let employees 
know if they qualify for specific coverage at the time of 
enrollment. 



A flexible spending account (FSA) is an employee account that reimburses for qualified 
health or dependent care expenses. Expenses are funded with pre-tax dollars deducted 
from the employee’s paychecks. Setting aside pre-tax dollars means you pay fewer taxes 
and increase your take-home pay by your tax savings. You save money on eligible 
expenses that you are paying for out-of-pocket. 

ContContributions can be spent tax free on qualified medical expenses. “Qualified medical 
expenses” include deductibles, eye exams, eyeglasses, contact lenses, hearing exams, 
hearing aids, physical exams, smoking cessation programs, amounts paid for prescription 
medicines or drugs, and insulin. Health care FSAs may not reimburse the cost of 
over-the-counter medications. The maximum salary reduction amount is $2,650. If 
employee’s don’t use the deferral during the plan year then they forfeit the unused funds. 
The IRS allows employers to offer an extended deadline, or grace period, of two and a 
half months after the end of a plan half months after the end of a plan year to use FSA funds. Employers may also allow 
participants to carry up to $500 in unused funds into the next year.  The carry-over 
provision is only available if the plan does not also incorporate the grace period rule.

The Internal Revenue Code provides for dependent care assistance programs (DCAPs), 
also referred to as dependent care FSAs, which are employer-sponsored benefits plans 
that allow employees to pay for certain dependent care expenses on a tax-free basis, up 
to a specified limit. DCAPs are usually funded by employees with pre-tax dollars through 
payroll deductions. Eligible expenses must be employment-related, meaning they must be 
primarily for the care of a qualifying individual or for household services attributable in 
part to the qualifying individual’s care and enable the taxpayer to be gainfully employed. 
Examples include baExamples include babysitting and day care costs incurred while the employee and their 
spouse are working. A married employee who files a joint tax return or an unmarried 
employee can place up to $5,000 per calendar year in a DCAP. A married employee who 
files a separate tax return may place up to $2,500 per calendar year in a DCAP. An 
employee may also be eligible to deduct dependent care expenses on his or her tax 
return, provided those expenses were not reimbursed through a DCAP.
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