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Customer personas

Tom - Founder of an
ambitious early-stage
software company with 10
employees.

Daniel - Ops Director of an
ambitious small business
with 50-100 employees.

James - People manager <
for a fast-growing firm Lty o,

(100-200 employees) ¢

Emma - HR manager of an
established firm with 50-100
employees.

Pam - Office manager of a
company with 25-75
employees.

Colin - CEO/MD of established
firm (20-75 employees)



Company type & roles

Ambitious / Fast

Growth SMEs
Ops director
Y z
Established SMEs U™ .

HR HR
manager manager director



Tom
Start-up founder

e Tom is a time-poor startup founder who sees employee benefits as

a ‘nice-to-have” but worries about retaining talent without breaking
the bank.

e He knows very little about HR and wants simple, low-cost solutions
that require minimal effort.

e Hug's plug-and-play benefits help him attract and keep great
people without the hassle of complex admin or high costs.



Tom
Start-up founder

Age: 37

Gender: Male

Education: A-Levels [ Degree
Average Salary: £35-48,000

About

Company size: 10 employees

Reports to: Nobody (poss an Angel or VC)
Direct reports: All staff

Decision maker: Yes. Makes final decision.

Tech Brands Used
Apple, Xero, Google, Gsuite, Zoom, Reddit, Twitter &
Linkedin

What do they think of employee benefits

Believes benefits help attract top talent but sees them as
a “nice-to-have.” Wants cost-effective, hassle-free
solutions that add value without eating into margins.

What do they read/watch?

Gets news from Twitter & The FT. Reads industry sector
content, Reddit, Linkedin & Substack business articles,
small business blogs. YouTube videos ,business
documentaries & webinars, business books

Tom'’s story

Married with 2 kids. Lives near London office. Has aspirations to be a
hot shot and change the world. Loves networking and chatting about
business.

About the business

A software company that uses the latest tech innovations
(automation, Al etc to solve problems for clients). Business is 3 years
old, has 1-10 employees and has raised a seed and series A round
from Angels. No VC investment yet.

Goals

Building the business; ensuring that revenue is growing in line with
forecasts so he can answer to shareholders; keeping head above
water, fighting fires as they emerge and holding muiltiple roles.

What does he know about HR?

Knows very little—sees HR as a legal necessity rather than a strategic
function. Thinks benefits are expensive and complex but recognises
their value in hiring. Prioritises quick, low-cost recruitment over long-
term retention strategies. Prefers simple, plug-and-play solutions
that don’t require deep HR knowledge or ongoing management.

Challenges

He never has enough time as fighting fires and staff issues take
precedent, when he should be spending time on growing the
business; funding; the next ‘big idea’; competition and HR.



“If you build it they will come...”

Wants and aspirations

e Wants to be a good employer who treats employees well

e Wants some time back, so likes getting things done quickly and
efficiently

e Wants to grow a successful 6-figure business that he can exit in a few
years

Frustrations and fears

e Struggles to attract and retain top talent without competing on salary

e Hates admin-heavy, complex HR processes

e Worries about employee burnout and losing key team members

e Feels pressure to create a great workplace culture but lacks time to
focus on it

e Doesn’'t want to overspend on perks employees won't value

Problems we solve

Affordable benefits that rival big-company packages
Plug-and-play, minimal admin solutions

Helps attract top talent without excessive salaries

Supports employee well-being, reducing stress and burnout
Increases retention, reducing hiring and training costs

Objections and questions

e Do | really need benefits at this stage?

e How much will this cost me per employee?
e Will it actually improve retention?

e |s it easy to manage, or will it drain time?

Where does he look for info:

e Peers and network: Founders’ Slack groups, Linkedin, and industry
WhatsApp chats

e Business media: TechCrunch, The FT, Substack business newsletters

e Startup forums & communities: Reddit (r/startups, r/entrepreneur), Y
Combinator’'s Hacker News

e Google & Al search tools: Quick searches for "best employee perks
for startups” or "cheap employee benefits UK

Preferred style of comms:
Short emails, quick phone call. Is time poor, so has limited attention
window

Emotional reasons to buy
e Wants to be seen as a great employer
e Feels responsible for his team’s well-being and happiness
e Wants to reduce stress from hiring and retaining staff

Logical reasons to buy
e Reduces recruitment costs by improving retention
e Boosts productivity by improving employee well-being
e Affordable, scalable solution tailored for small businesses

Marketing messages:
e Big-company benefits, small-business prices
e Hassle-free employee perks that boost retention and engagement
e Keep your best people without breaking the bank



Daniel
Ops Director
Ambitious company with 50-100 emps

e Daniel is strategic but time-poor. We should offer quick, impactful
solutions with clear ROI.

e He wants numbers and data. We should provide case studies,
benchmarks, and retention impact stats.

e His communication preference is structured and to the point we use
comparison charts, ROI calculators, and direct messaging.




Daniel
Ops Director

Age: 40

Gender: Male

Education: Bachelor's Degree
Average Salary: £50-80,000

About

Company size: 50-100 employees

Reports to: CEO

Direct reports: Office manager, some other managers
Decision maker: Yes. Likely to make final decision but hiring
process may well be delegated - always in second interviews

Tech Brands Used
Gsuite, Teams, Asanaq, Trello, Android user, Jira

What does he think of employee benefits?

Understands their importance for retention and engagement
but sees them as another operational task. Prefers simple,
cost-effective solutions that require minimal effort to
implement.

What do they read/watch?
Business books and blogs, Reddit, YouTube videos,
documentaries. Enjoys factual content.

Daniel’s story

Has worked his way up in business to be a stalwart of a senior
management team, but has no aspiration to be the founder. Is
pragmatic, good with people, and enjoys logistics, process
and management.

About the business

A fintech that is making waves in small business finance. Has
raised serious investment and solely reliant on that money to
operate currently. They need to hire fast, and well to scale the
business quickly.

Goals

Supporting the CEO, growing the team and setting up a strong
people function. Right now he is in charge of hiring and needs
to get a Head of People in place asap to take HR away from
him so he can look at future proofing and expansion.

What does he know about HR?

Knows enough to be dangerous—familiar with compliance,
payroll, and hiring but not an HR specialist. Sees benefits as a
retention tool but prioritises efficiency over depth. Wants quick
wins and data-driven solutions that help reduce attrition
without overwhelming him with admin. Would rather delegate
than manage it himself.

Challenges

Time poor; finance and strategy challenges; ensuring staff
have what they need to work effectively; building trust with
employees; HR; making operational decisions.



DENIE

Ops Director

“Do the hard jobs first, the easy jobs will
take of themselves”

Wants and aspirations
e Wants to be influential and knowledgeable and build trust with
employees
e Wants to be indispensable so keen to constantly improve productivity
e Wants to keep the business safe, compliant and apprised of all
regulatory and legal obligations.

Frustrations and fears

e Spends too much time on HR-related issues instead of strategy.

e Staff retention is a growing concern—hiring takes too long and is
expensive.

e Struggles to balance employee expectations with budget constraints.

e Lacks visibility on ROI of employee benefits—wants data to justify
investment.

e Overloaded with tools and platforms—wants one simple, all-in-one
solution.

Problems we solve
e Affordable, high-impact benefits to boost retention and engagement.
One-stop platform—no admin, no hassle, easy to manage.
Clear ROI tracking—data to prove benefits improve retention.
Flexible benefits that fit growth-stage businesses.
Scalable solution that works as headcount increases.

Objections and questions
e Will this actually reduce staff turnover?
e How much time will | need to spend managing this?
e Can | measure the impact of these benefits?
e |s this cost-effective compared to traditional providers?

Where is he looking for info:
e Business & HR Media: The Times, Management Today, Harvard Business
Review
e Peer Networks: Ops & leadership Slack groups, LinkedIn, industry WhatsApp
groups
e Data-Driven Reports: Gartner, McKinsey, Deloitte HR trends reports

Preferred style of comms:

e Loves clear, structured content: One-page reports, case studies, quick-
reference guides

e Wants hard numbers: ROI calculators, industry benchmarks, retention
impact data

e Prefers email over calls: Will engage if the message is straight to the point

e Loves peer validation: Testimonials, case studies, and industry comparisons
matter to him

Emotional reasons to buy
e Wants to be seen as a proactive leader who solves problems.
e Cares about employee satisfaction but doesn’'t want HR admin overload.
e Wants to improve retention without increasing salaries.

Logical reasons to buy
e Reduces hiring costs by improving retention and engagement.
e Simplifies HR workload—everything in one place.
e Cost-effective compared to traditional benefit schemes.

Marketing messages:
» Benefits that save time, reduce attrition, and increase productivity.

e A simple, all-in-one platform with measurable ROI.
e Big-company benefits, small-business price, no admin headaches.



James
People manager
Fast growth scale-up with 100-200 emps

e James is focused on retention and engagement—Hug should
position itself as a cost-effective, high-impact benefits provider.

e He values data-backed decisions—Hug should use case studies, ROI
cdlculators, and industry benchmarks in messaging.

e He prefers HR-specific sources and clear, concise communication—
marketing should be data-driven, easy-to-read, and visually

engaging.




James
People manager

Age: 34

Gender: Male

Education: A-Levels [ BA/ CIPD
Average Salary: £35-45,000

Company size: 25-50 employees

Reports to: Head of People [ Ops Director

Direct reports: A talent assistant

Decision maker: Makes final decision within his budget. Can
approve new tools, but needs director approval for chunky
spend.

Tech Brands Used
Apple, Google, ATS of choice is Team Tailor, Insta, Tik Tok,
LinkedIn

What do they think of employee benefits?

Believes great benefits drive engagement and retention, but
needs cost-effective, easy-to-manage options. Skeptical of
generic perks—wants benefits that actually improve
employees' lives.

What does he readwatch?

Reads: HR blogs, People Management, CIPD Insights, LinkedIn
articles. Listens to: HR Happy Hour, The Future of Work
podcasts. Watches: TED Talks on engagement, HR webinars.

James’ story

Lives with his partner in a small flat in Dalston, East London. Has a
sausage dog that he loves and brings to work. Has taken a new
role at a more glamorous tech start-up. He loves life, laughing
and has bundles of energy - a real people person.

About the business

A fast-growing, well funded Saas$S business with unicorn ambitions
-although unlikely to get quite that big. A young, vibrant office
environment in the heart of silicon roundabout operating hybrid
working.

Goals

Driving talent acquisition for the company. Having reliable and in
budget sources of candidates. Diversifying the team and running
inclusive hiring at all times. Having a manageable level of
employee churn.

What does he know about HR?

Knows HR inside out—hiring, compliance, engagement, and
retention—but still learning about modern trends like financial
well-being and Al in HR. Balances strategic HR goals with daily
firefighting.

Challenges

Juggles multiple HR priorities—recruitment, retention,
engagement—but struggles to find time-efficient solutions.
Wants scalable, data-backed benefits that improve staff
happiness and retention without blowing the budget.



James “I'm destined for great things...”

g Jw People manager

Wants and aspirations Where is he looking for info:
e Wants to be popular with all staff members, key stakeholders, and * HR Networks: LinkedIn HR groups, CIPD forums, Slack communities.
suppliers  HR & Business Media: People Management, HR Grapevine, Harvard
e Aspires to be a people manager one-day but may not have the Business Review.

e Podcasts & Webinars: HR Leaders, The Modern People Leader.
e Google for benachmarking: “Best employee benefits for SMEs,” “How
to improve staff retention.”

intelligence/focus to get there.
e Loves working with good recruiters as he's been one and
appreciates how much they can help you.

Preferred style of comms:

Frustrations and fears Prefers HR case studies over salesy emails. Likes engaging demos or

* Retention is an issue—wants benefits that make people stay. webinars over long calls. Chat-first preference: Linkedin messages,
e Overloaded with HR tools—needs one streamlined solution. Slack, WhatsApp.
* Wants to support well-being but lacks budget for costly perks.
* Hard to convince leadership to invest in benefits without clear ROIl.  Emotional reasons to buy
e Wants to create a workplace where employees feel valued.
Problems we solve e Feels responsible for improving retention and engagement.
e Affordable, high-impact benefits to improve retention and * Loves modern HR solutions that simplify his role.
engagement. )
One-stop solution—less admin, easy to manage. Logical reasons to buy

e Increases retention, reducing hiring and training costs.
e Easy-to-use, reducing HR workload.
e Affordable, scalable solution tailored for SMEs.

Boosts employee well-being without stretching HR budget.
Clear ROI—proves benefits drive retention.
Flexible, scalable perks tailored for growing teams.

Marketing messages:

Objections and questions  The benefits your people actually want, without the HR headache.

* How do I prove ROI on benefits to leadership? o Affordable, high-impact perks that improve retention and

e Will this actually improve retention and engagement? engagement.

* |s this easy to set up and manage? e All-in-one benefits platform—easy, effective, and budget-friendly
([ ]

How does this compare to other providers?






Emma

HR Manager e " ¢
- -

* Age: 28

e Gender: Female

e Education: A levels or BA Degrese;
maybe CIPD

* Average Salary: £29,000

About

Company size: 50-100 employees

Reports to: Director

Direct reports: None

Decision maker: Maybe — heavy influencer and may have
final decision but will require Director for sign of to spend

Tech Brands Used
Microsoft Office, Google, LinkedIn, Amazon, facebook, Insta

What do they think of employee benefits?

Believes good benefits create a positive workplace but
unsure what works best for SMEs. Wants modern, easy-to-
manage solutions that show employees they are valued.

What do they read/watch?

Emma is eager to develop her HR knowledge but prefers
practical, digestible content over academic theory. HR blogs
(CIPD, HR Zone, People Management), LinkedIn articles, SME-
focused HR guides. HR webinars, TED Talks on leadership,
LinkedIn Learning courses.

Emma’s story

Lives with boyfriend in a rented flat. Wants to buy a house and get
married in her early thirties so has a few years to learn her craft. Enjoys
being at the centre of things at work and loves helping people.

About the business

Company is 15 years old, owner-run although the owner works in the
business less and less these days and relies on the SMT who she
supports to run the business. It's small enough that everyone knows each
other still (just) and there is a great atmosphere and camaraderie at
company events. HR is steady. They're growing YoY but not at pace.

Goals

Provide HR support to business; help the company recruit, retain, and
motivate staff; be a point of contact for employees should they
encounter any issues or need support.

What does she know about HR?

Knows HR basics from hands-on experience but still learning best
practices in benefits, retention, and engagement. Passionate about
company culture and employee experience, but sometimes lacks
confidence in complex HR topics like compliance and strategic planning.
Wants to level up her HR knowledge and prove her value to the business.

Challenges
Wants to improve retention but unsure how to build a strategy.
Juggles admin-heavy HR tasks, leaving little time for engagement
initiatives.
Feels pressure to provide the ‘right’ benefits but lacks benchmarking
knowledge.
Struggles to convince leadership to invest in people-first initiatives.
Wants easy-to-use solutions that make her job smoother and help
employees.
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J’{. Emma
HR Manager

Wants and aspirations
e Wants to help people in all areas of the business and be seen as the
‘go-to’
e Wants to learn more about HR, retention, culture and all aspects of HR

Frustrations and fears
e Worried about choosing the ‘wrong’ benefits and wasting budget.
e Struggles to balance employee requests with leadership’s cost
concerns.
e Feels overwhelmed by HR admin, leaving little time for strategic HR
work.
e Lacks confidence in negotiating with providers and justifying costs.

Problems we solve
e Affordable, ready-made benefits designed for small business needs.
e Simple, intuitive platform—less admin, more employee impact.
e Clear guidance to help her choose the right benefits.
e Makes HR look good to leadership—proven ROI data.
e Boosts engagement without adding extra workload.

Objections and questions
e How do | know which benefits are best for our team?
e Will this actually improve retention and engagement?
e How much admin will this add to my workload?
e Can | prove the value of benefits to leadership?

“We rise by lifting others”

Where is she looking for info:

e HR Learning & Development: CIPD resources, LinkedIn HR groups, HR
webinars.

e Practical HR Help: Facebook HR forums, SME-focused HR blogs,
comparison sites.

e Networking & Peer Support: Women in HR groups, Slack
communities, HR conferences.

e Google searches: “Best SME benefits for engagement,” “How to
reduce staff turnover in small businesses.”

Preferred style of comms:

e Practical, step-by-step guides: "How to" content, cheat sheets, and
HR templates.

e Short, actionable insights: Blog posts, quick-read PDFs, comparison
charts.

e Likes interactive learning: Webinars, Q&As, live HR discussions.

e Prefers supportive, educational tone: Avoids jargon—wants clear,
friendly guidance.

Emotional reasons to buy
e Wants to be a great HR leader employees trust.
* Feels proud when employees are happy and engaged.
e Wants confidence in making HR decisions that benefit the business.

Logical reasons to buy
e Improves retention, reducing costly employee turnover.
e Simple setup—saves time on admin-heavy HR tasks.
e Provides data to show leadership the ROI of benefits.

Marketing messages:
e HR support made simple—great benefits, zero stress.
e Boost retention and engagement without extra admin.
e Affordable, high-impact benefits tailored for SMEs.



Pam
Office manager
' Established company with 20-75 emps

e Pam needs easy, time-saving solutions—Hug should position itself as
the “no-fuss” HR and benefits platform.

e She relies on peer recommendations and practical content—Hug
should focus on real SME case studies and self-service resources.

e She wants simplicity over complexity—Hug should use jargon-free,
straight-to-the-point marketing.



Pam
Office Manager

Age: 53

Gender: Female
Education: A-Levels
Average Salary: £24-30k

About

Company size: 25-50 employees

Reports to: Director [ Business Owner

Direct reports: None

Decision maker: No — heavy influencer but will require Director
for sign off on spend

Tech Brands Used
Microsoft Office, Google, Amazon, Instagram, Facebook
marketplace

What do they think of employee benefits?

Sees benefits as a way to reduce staff issues but dreads admin-
heavy processes. Wants easy-to-use solutions that require
minimal setup and training.

What do they read/watch?

e Reads: Quick “how-to” guides, HR blogs, comparison
websites.
e Watches: YouTube tutorials, LinkedIn Learning HR courses.
e Listens to: Light business podcasts, news radio.
v Why? Pam doesn’t consume HR theory—she looks for fast,
practical solutions.

Pam'’s story

When Pam was younger she was a successful PA and a secretary to
some very successful business directors. Now that she is a little older she
works as an office manager. She loves her job, and being at the heart of
the company, and she enjoys looking after the team. She embraces the
role of “office mum”.

About the business

An established media company with 10-50 employees. It's owner run
with big ambitions, but never seems to grow all that much. The company
had some small angel money in the beginning and the owner often
lends the business money to support cashflow, but they haven't ever
raised VC money.

Goals
General admin, ensures the office runs smoothly; assisting with HR;
maintenance and safety measures of the workplace; “office Mum”.

What does she know about HR?

Knows HR basics from experience but not an expert—handles payroll,
admin, and employee queries but lacks confidence in legal and strategic
HR matters. Often the go-to person for staff issues but feels
underappreciated and overloaded with admin.

Challenges

e Too much time spent answering employee questions instead of core
tasks.
Feels stretched thin—expected to handle HR but lacks formal training.
Struggles with HR admin, compliance, and employee queries.
Feels undervalued—wants leadership to recognise her impact.
Needs simple solutions that save her time.
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> - Office Manager with a mother!
Wants and aspirations Where is she looking for info:
e Always looking for ways to engage employees and share information e HR & Admin Support: Office manager Facebook groups, HR forums.
e Wants to be liked, respected and appreciated e Practical Help: Google searches like “easy HR solutions for SMEs.”
e Peers & Colleagues: Other office managers, HR contacts, LinkedIn
Frustrations and fears groups.
e Constantly handling staff queries on payroll, holidays, and benefits. e HR Blogs: CIPD, SME-focused HR guides, comparison sites.
e HR tasks take up too much time—wants a plug-and-play solution.
e Frustrated by lack of leadership support in making HR decisions. Preferred style of comms:
e Worried about making mistakes in HR compliance and employee Pam needs solutions that are quick to understand and implement—not
policies. complex, sales-heavy pitches. Prefers FAQs, cheat sheets, and explainer
videos. Prefers easy-to-read content: Wants clear, jargon-free
Problems we solve information. Doesn’t have time for long calls: Quick demos, self-service

One-stop platform for benefits—less admin, fewer employee questions. help desks, and chat support work best.

e Easy-to-use, requiring no HR expertise.

e Self-service benefits reduce employee queries and save her time. Emotional reasons to buy

e Automated HR support—keeps her compliant without extra effort. e Wants to feel valued and recognised for her HR efforts.

e Gives her tools to prove HR's value to leadership. e Loves tools that make her life easier and stress-free.

e Wants employees to be happy so she gets fewer complaints.

Objections and questions Logical reasons to buy

e Will this actually reduce the time | spend on HR admin? e Saves time by reducing employee questions and admin workload.

e How easy is this to use—will I need training? e Ensures compliance without needing deep HR knowledge.

e Willemployees be able to manage their own benefits? e Gives employees direct access to benefits, reducing reliance on

e How does this compare to other HR/benefits platforms? her.

Marketing messages:
e HR made simple—benefits, admin, and compliance in one place.
e Save time, reduce stress, and keep employees happy.
e Big-company benefits, small-business simplicity.



‘ﬁg .~ Colin

& ._ " MD/CEO
" ' Established company with 20-75 emps

e Colin wants retention solutions, not HR complexity—Hug should

position itself as the simple, cost-effective way to keep his best
people.

e He relies on cost-benefit analysis and peer recommendations—Hug
should provide ROI-driven messaging and case studies.

e He delegates HR to Pam—Hug should emphasise that she runs it, he
gets the benefits.



Colin
CEO/ MD

Age: 57

Gender: Male

Education: Masters Degree
Average Salary: £70-120,000

About

Company size: 10-50 employees

Reports to: Board of directors

Direct reports: Office manager, management team
Decision maker: Makes final decision but rarely does the
research.

Tech Brands Used
Microsoft Office, Xero, Google, online banking

What do they think of employee benefits?

Believes benefits help retention but must be cost-effective.
Wants simple, low-cost solutions that Pam can manage without
extra hassle.

What do they read/watch?

e Reads: The Times, Forbes, Financial Times, trade publications.

e Watches: Short business news videos, LinkedIn updates.
o Listens to: Business podcasts (The Diary of a CEO, HBR
l|deaCast).

¥ Why? Colin focuses on business, leadership, and finance
content—not HR theory.

Colin’s story

Married with grown-up kids who are at uni. Lives in large house in the
home counties. Enjoys the good life, but also works hard to reap the
rewards.

About the business

Colin was brought in 5 years ago to run the business for the board.
It's an established 50 year old business with family roots. The
business is nicely profitable and has modest growth targets.

Goals

Growing the business; ensuring the business is running smoothly;
motivating the management team; reporting to the board; future-
proofing; becoming profitable or improving profit margins.

What does he know about HR?

Knows HR is important but sees it as a cost, not an investment.
Understands that retention matters but relies on Pam for HR admin.
Prefers simple, low-effort solutions that reduce problems without
adding complexity.

Challenges
e Wants to retain key employees without increasing salaries.
e Hates dealing with HR issues—sees it as a distraction.
e Frustrated by hiring costs and staff turnover.
e Knows benefits help retention but worries about ROL.
e Wants an easy, cost-effective way to keep employees happy.



Colin
ARG MD of established firm
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Where is he looks for info:
e Business & Leadership Media: The Times, Forbes, Financial Times.
e Peer Networks: Small business LinkedIn groups, industry trade
bodies.
e Google for quick answers: “How to reduce staff turnover affordably.”
e Word of mouth: Other MDs, trusted suppliers, accountants.

Wants and aspirations
e A smooth running stress-free business that doesn’t need him to work
at the weekend.
e Focused on business objectives - profits, cashflow and operational
targets
e Wants access to good information, quickly and easily (all areas of

business) Preferred style of comms:

e Clear, data-driven content: ROI breakdowns, simple cost
comparisons.

e Prefers numbers over fluff: Wants facts, not HR jargon.

e Doesn’'t want long discussions: Pam can handle details—he just
needs a clear, quick overview.

e Wants peer validation: Case studies, testimonials from similar
businesses.

Frustrations and fears
e Loses time handling staff issues that Pam could manage.
e Worried about recruitment and retention costs.
e Frustrated by HR complexity—wants a simple solution.
e Needs proof that benefits deliver ROI before committing.

Problems we solve

Affordable benefits that reduce turnover and hiring costs.
Simple, no-hassle platform—Pam runs it, not him.

Clear ROI tracking—proof that benefits improve retention.
Big-company perks without big-business costs.

Attracts and keeps talent without raising salaries.

Emotional reasons to buy
e Wants to be seen as a good employer.
e Wants fewer staff problems so he can focus on growth.
e Hates dealing with HR issues—wants them off his plate.

Logical reasons to buy
e Reduces staff turnover, lowering hiring costs.
e Pam handles it—no extra work for him.
e Fixed, affordable pricing—better value than traditional providers.

Objections and questions
e How do | know this will improve retention?
e What's the ROI—how do | justify the cost?
e Can Pam handle this, or will it need my time?

. - . : . .
e How does this compare to traditional benefit providers: Marketing messages:

e Retain your best people without increasing salaries.
e Big-company benefits, small-business price—no hassle.
e Pam runs it. You get the credit.



