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Employee Benefits in u
Multigenerolionol Workploce
MIcHELLI CAPEZZ.A

^]-$i- n recent years, there have been many

fj research studies concerning the inherentt- 
challenges of managing a irultigenera-

-:.- tional workplace. A common conclusion
in these studies is that it is important for com-
panies in all industries to understand the psy-
chology of its employees from each generation
in order to effectively attract, motivate, and
retain these individuals to work together, share

and transfer knowledge, and stay engaged and
productive in the workplace.'$Thether a com-
pany employs members spanning four genera-
tions, or even just two generations, this article
suggests employee benefits that should be

considered to best align the company's produc-
tivity goals with the needs and attirudes of its
multigenerational workers.

Understanding employees' frame of refer-
ence is a first step in recognizing their needs

and what will attract, motivate, and retain
them to work for an enterprise. There are cur-
rently four generations in the workforce (and

various combinations of these generations
employed by a particular employer):

* The Traditionalists (born 1927-1'947), who
came of age during the era of the Great
Depression and'SØorld !üar II, tend to follow
the chain of command and respect authority.
This group is industrious and knows how to
make due.

* The Baby Boomers (born 7947-1,965)
grew up in a time of more liberalism and
experimentation, social activism, and self-
determination. This group is known for a

strong work ethic and success-oriented goals;
work/life balance was not necessarily desired
or even possible for Baby Boomers.

* The Generation X-ers (born 1965-1981)
were raised during a time of changing tra-
ditional values and often in single parent
homes or homes with two working parents.
Frequently left to their own devices and
known as the "latch-key kids," Gen X-ers
are fiercely independent, entrepreneurial,
and value efficiency in the workplace and a
work-life balance. This group includes the
future leaders of most organizations.
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' The Generation Y-ers or "Millenials" (born
1.981.-1.999) have been characterized as a

group who has grown in a time of fast-
paced changes in the world and technology.
This generation is accustomed to receiving
feedback (often from "helicopter parents")'
desires mentoring, has the highest preference
for using technology in the workplace to
complete tasks and communicate (including
skyping, texting, and working remotely), and
tends to have an aversion to in-person meet-
ings and office face-time.

Given the varied times and perspectives
among these generations, it is no surprise
that the dynamic in the workplace is chang-
ing. Multigenerational workers bring different
life experiences and frames of reference to the
workplace that influence how they perceive
management and authorit¡ their approach
to their job, and their own tenure with an

employer. Yet, despite their differences, most
workers join an organization, and stay with an
employer, for the same reasons regardless of
their age: challenge/interest level of work, com-
pensation, and benefits.

In order to successfully grow a company
today and stay competitive, it is important
that, after evaluating the make-up of your
workforce, you consider the types of employee
benefit programs within your budget that
could be the most relevant and valuable to
your employees.

Benefits that appeal to a multigenerational
workforce include:

ffiE-ã.¡REMEru-r. trå-ÂTqS
The majority of Traditionalists and of Baby

Boomers built their careers in a time when tra-
ditional pensions were common and longevity
with one employer was the norm. Toda¡ many
of these plans are frozen or no longer available
to new hires. Yet, personal retirement savings
remain critical for all workers, and, in recent
years, more emphasis is being placed on indi-
vidual employees to make decisions regarding
retirement savings, including plan investments.
A July 1,3,2010, press release issued by the
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Employee Benefit Research Institute
(EBRI) indicates that 47 percenr of
early Baby Boomers (berween the
age of 56 and 62) are at risk of not
having enough funds to pay for basic
retirement expenses and uninsured
health care costs. (According ro EBRI,
about 44 percent of late Baby Boomers
and 44.5 percent of Gen X-ers are ar
risk of not having sufficient retire-
ment assets.) These numbers are
actually an improvement from 2003
statistics, which EBRI attributes to
automatic enrollment features of
401(k) plans, made possible by the
Pension Protection Act. As a result,
the 401(k) plan remains a highly
popular retirement savings offering
for most companies and a valued
benefit by their employees. This plan
allows for pretax deferrals of com-
pensation and portability of accounts
te a new employert qualified plan
or an IRA. Popular trends in this
area include automatic enrollment,
provision of investment advice and
education, and annuity distribution
options, as well as employer-provided
access to retirement planning or
financial planning services (which
are desired by workers in all genera-
tions). In addition, the government
is continuing to work on legislation
that may mandate automaric payroll
deduction IRAs, which may, at the
very least, require employers that do
not sponsor 401(k) plans to make
their payroll system an available con-
duit for their employees to save their
own pay.

hgË,e[-TF{ Fn-,AF{g
American workers have grown

accustomed to obtaining health and
welfare benefits at work, such as

medical, dental, and vision cover-
age. \X/ith health reform legisla-
tion, however, many companies are
evaluating their options to determine
whether they wish to continue ro
provide group health plans and the
downside of not doing so.IØith the
majority of Americans mandated to

have health coverage under the new
law, the employer-provided health
plan remains an attractive option.
In addition, expansion of wellness
programs may be desirable under
the new legislation and promo-
tion of a wellness culture at work
can help improve productivity and
the long-term health of workers.
Cafeteria plans and reimbursement
accounts are also attractive ways for
employees to pay for certain benefits
on a pretax basis. Employers need
to evaluate their current programs
(including any retiree plans) and
overall future compliance obligations
under the new law.

Ë n*sq..c n.en¡gr
Various types of insurance pro-

grams appeal to multigenerarional
workers. While employers have tra-
ditionally provided access ro group
life insurance and disability benefits,
employees today desire many dif-
ferent types of assistance, including
access to auto and home policies, pet
insurance, and the ever-growing area
of long-term care insurance (which is
becoming critical to pay for nursing
home care, which could otherwise
devour retirement savings). As our
lives become more complicated,
today's workers value the assistance
their employer can provide in help-
ing to streamline access to a wide
array of insurance programs and dis-
count rates.

4ro6Ës{T'awtrs
Incentive compensation can be

designed in several ways, including
as annual or long-term performance-
based bonuses or as various types
of equity awards. When designing
incentives for a multigenerational
workforce, keep in mind that your
Gen-X and Gen-Y workers may be
more incentivized by the realization
of awards in the short term (i.e.,
annual bonus programs) as opposed
to long-term periods spanning three
to five years.

ÕFd-R,qMú tr AzuÐ &trF-RÂFf1F
Ps?@GR,qMS

Child care and elder care are
often heavy burdens for working
Americans, especially for those who
are simultaneously juggling both
types of care while still working.
Programs that are designed to allow
employees to take necessary leaves
and then transition back into the
workplace through an On,Ramp
Program are becoming increas-
ingly more necessary. Similarl¡ for
Traditionalists and Baby Boomers
who simply want to transition into
retirement slowl¡ an Off-Ramp
Program may provide a smoother
transition for the employee as well
as the employer. Such programs may
aid a company's efforts in transfer-
ring skills and knowledge between
the generations by allowing these
workers to design alternative work
arrangements that benefit both the
employer and employee.

@T'c{ER
Consider offering other employee

benefits that are creative and
designed to meet your corporate
culture, such as tuition assistance,
access to mortgage services, adop-
tion assistance, training/mentoring
programs, on-site day care, college
savings programs, and technology
allowances. It is not easy to man-
age and balance the needs of multi-
generational workers. However,
thoughtful planning will enable any
company to motivate and reward
its diverse workforce with valuable
benefits that will keep the workers
h"ppy and the company's productiv-
ity goals on target. ö

Michelle Capezza is a member of Epstein
Becker Ec Green, P.C. Resident in the

firm's New York office, where she

practices in the area of Employee Benefits
and Executive Compensation,

trÁs. Capezza can be reached at
rncap ezza@ ebsl aw. com.
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