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Many Employers Fail To Leverage Benefits As A Tool
While the role of  benefits in 

attracting and retaining talented 
employees is becoming increasingly 
important amid stagnating wages, 
many human resource professionals 
are failing to emphasize their com-
pany’s benefit offerings in their  
recruitment and retention efforts, 
according to the results of  an annual 
survey released in December, 2013  
on the state of  employee benefits 
conducted by the Society for Human 
Resource Management (SHRM)  
have shown.

The survey of  more than 440 
randomly selected HR professionals 
found that a minority of  respondents 
use benefits as a recruitment or 
retention tool: just 26% reported le-
veraging their company’s benefits to 
recruit employees, and only 19% said 
they included benefits in their efforts 
to retain high-performing employees. 

Moreover, a mere 3% indicated they 
use social media to communicate 
about benefits. However, the major-
ity (80%) said they believe employees 
at their company are knowledgeable 
about the benefits available to them. 

Nearly six in 10 (57%) of  the HR 
professionals surveyed indicated that 
their company offers flexible work 
arrangements. Of  these, 45% report-
ed that the majority of  the employees 
at their company are allowed to take 
advantage of  flexible work options, 
up from 34% of  those polled in 
2012; and 33% said employee partici-
pation in flexible work arrangements 
had increased since 2011. The results 
further showed that 55% of  respon-
dents in the most recent survey view 
flexible work benefits as a valuable 
factor in recruiting, up from 33% of  
those polled in 2012.

The findings also showed that 
83% of  respondents are very con-
cerned about controlling health care 
costs. When asked how their organi- 
zation is addressing these concerns, 
45% said they are providing educa-
tion initiatives related to health and 
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The biggest  
concern for  
most of the 

HR executives 
surveyed is not  
the number of 

workers retiring, 
but the skills  

they take with 
them when  
they depart.

wellness, 43% said they are working to in-
crease employee participation in preven-
tive health and wellness programs, and 
41% reported they are seeking to create 
a workplace culture that promotes health 
and wellness.

Nearly three-quarters (72%) of  the 
survey respondents indicated that their 
organization offers a wellness program, 
resource, or service to employees; and 
56% said their company offers wellness 
incentives or rewards. Of  the respon-
dents at companies that have wellness 
programs, more than half  reported that 
employee participation in these programs 
was increasing, and around three-quarters 
said they believe wellness initiatives have 
been at least somewhat successful in re-
ducing health care costs and in improving 
the physical health of  employees. 

“More employees are taking advantage 
of  wellness programs that their employers 
offer,” said Alex Alonso, SHRM’s vice 
president of  research. “But the challenge 
for employers remains in quantifying the 
impact of  wellness programs.” He noted 
that only three out of  10 respondents 
said their organization measures the re-
turn on investment or cost savings  
associated with wellness programs. 

Employers Face  
A “Brain Drain” 

While many Americans claim they 
plan to continue working well into their 
retirement years, employers with a large 
share of  older workers may face a signifi-
cant loss of  talent unless they plan ahead 
for the likelihood that their employees 
will indeed start to retire as they reach 
age 65, the results of  a recent survey 
released in December, 2013 by execu-
tive recruitment firm Challenger, Gray & 
Christmas have indicated.

In the survey of  human resource ex- 
ecutives, one-fifth (20%) of  respondents 
reported that some 50% of  their employ-
ees are aged 55 or older, while around 
30% indicated that this group of  workers 

account for 11% to 20% of  their work-
force. However, 12% said that their com-
panies do not track the portion of  their 
workforce nearing retirement age. 

The results further showed that the 
majority of  employers (59%) rely on 
department managers to stay informed 
about their staff ’s potential retirement 
plans. Just 6% of  respondents said they 
use employee surveys to gauge possible 
retirement activity, and 30% reported that 
their organization takes no steps to an-
ticipate retirement activity, opting to learn 
about impending retirements only when 
employees initiate the process. Of  those 
respondents at organizations that track re-
tirements, 6% said they expect more than 
10% of  their workers to retire within the 
next three years, and nearly one-quarter 
reported that 7% to 10% of  their workers 
are set to retire within three years.

The findings also suggested, however, 
that the biggest concern for most of  the 
HR executives surveyed is not the number 
of  workers retiring, but the skills they take 
with them when they depart: 54% of  re-
spondents said they are somewhat or very 
concerned about the coming retirement 
wave because those who are planning 
to leave are in key, hard-to-fill positions. 
Just 35% indicated that they are not very 
concerned about impending retirements, 
primarily because they have a large em-
ployee base from which to promote and 
fill positions vacated by retirees.

Researchers observed that while some 
recent national surveys have shown that 
many of  these aging employees are plan- 
ning to continue working beyond the tra- 
ditional retirement age, polls of  Americans 
between the ages of  65 and 70 indicate 
that many end up leaving the workforce 
sooner than they had planned, and that 
employees who do stay in the workforce 
may decide to leave their current employer 
for a new industry, a new geographic lo-
cation, to work part-time, or to volunteer. 

“Simply because more workers expect 
to remain employed beyond the traditional re- 
tirement age of  65 does not mean they will,” 
said John A. Challenger, chief  executive 
officer of  Challenger, Gray & Christmas. 
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“By far,  
health insurance 

in particular 
continues to  
be the most  
important   

employee benefit 
to workers.”

Challenger emphasized that small- to 
medium-size companies will probably feel 
the biggest impact of  any retirement surge 
that does occur. “Their size means that 
they are less likely to have a deep pipeline 
of  talent to feed into the positions left by 
retirees,” he warned. “These companies 
may need to do more to retain their most 
experienced talent.” 

Instead of  letting these workers leave 
for less demanding job opportunities, 
Challenger advised employers to consider 
strategies for retaining these employees by, 
for example, offering to cut an individual’s 
hours and responsibilities in exchange for 
lower pay and benefits, thus giving the em- 
ployee more flexibility to travel, volunteer, 
or enrich his or her life in other ways 
while still supplementing his or her income. 

However, Challenger stressed, com-
panies cannot decide what steps to take 
to address their retirement risk until they 
actually determine the extent of  that risk. 
“They should be looking at the age break-
down of  their workforce and finding ways 
to measure possible retirement activity,” 
Challenger advised.

Most Employees Are 
Satisfied With Their 
Health Benefits

Although the recent rollout of  health 
insurance marketplaces as part of  the 
Federal health care reform has raised the 
issue of  whether employers will continue 
to offer health coverage to their employ- 
ees in the future, most workers say they 
are satisfied with the health benefits they 
have now, and express little interest in 
changing the current mix of  benefits and 
wages offered by their employers, accord- 
ing to the results of  a June, 2013 survey  
by the Employee Benefit Research In-
stitute (EBRI) and market research firm 
Greenwald and Associates. 

The survey of  1,014 U.S. workers 
aged 21-64 found that workers who have 
health coverage through their employer 

are generally satisfied with it: more than 
half  of  respondents with employment-
based health insurance coverage said 
they are extremely (12%) or very satisfied 
(39%) with their current plans, and 37% 
indicated they are somewhat satisfied. 
Researchers observed that the percent-
age of  workers satisfied with their health 
benefits has been consistently high since 
the survey was launched in 1998. 

“By far, health insurance in particular 
continues to be the most important  
employee benefit to workers,” said  
Paul Fronstin, director of  EBRI’s health  
research and education program and  
co-author of  a report on the results of  
the survey. 

Fronstin noted, however, that as 
the state and Federal health insurance 
marketplaces provided by the Affordable 
Care Act (ACA) are offering Americans 
new options for obtaining health cover-
age, questions have been raised about 
whether employers will continue to offer 
health coverage in the future to all work-
ers, and whether Congress is likely to re-
duce or even end current tax preferences 
for employment-based health benefits. 

The survey showed, for example, 
that if  the current tax preferences for 
employment-based health benefits were 
to change and health benefits were to be-
come taxable, only 39% of  respondents 
would continue with their current level 
of  coverage. When asked whether they 
feel confident in selecting their own plan 
if  their employer stopped providing cov-
erage, 76% of  respondents said they are 
at least somewhat confident they could 
choose the best available plan. 

When asked about their preferred 
methods for obtaining health insurance, 
35% of  respondents said they would 
prefer to continue getting coverage the 
way they do today; while 45% said they 
would prefer to choose their insurance 
plan, having their employer pay the same 
amount it currently spends toward that 
insurance, and then paying the remain-
ing amounts themselves; and 21% said 
they would prefer that their employer 
give them the money and allow them to 



There is an  
opportunity for 
organizations to 
be creative about 
how they reward 
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going beyond 

cash. 
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decide whether to purchase coverage at 
all, and how much to spend. 

Growth In 
Compensation Set 
To Slow In 2014

Employee compensation continues to 
increase worldwide, but the rate of  pay 
growth appears to be declining globally, 
and is not keeping up with inflation in 
some parts of  the world, a recent analysis 
of  international data on salary increases 
released in December, 2013 from manage- 
ment consultancy Hay Group indicated.

The report provides forecasts of  
salary increases for 2014 and compares 
them to similar predictions made for 
2013 using data drawn from a database 
containing information on more than 15 
million job holders in 22,000 organiza-
tions across more than 100 countries. 
The results of  the analysis showed that, 
worldwide, salaries are set to increase 
by an average of  5.2% in 2014, or 0.3% 
lower than last year’s forecast of  5.5%.

Broken down by region, the data 
indicated that, on average, compensation 
in North America is forecast to rise 2.7% 
in 2014, down from 2.9% in 2013; and 
to increase 3.1% in Europe, compared to 
3.3% in 2013. According to the report, 
these trends reflect a mood of  cautious 
optimism as the economy gets healthier 
and unemployment continues to decline.

The analysis further revealed that the 
fast-growth markets will see the big-
gest salary raises in 2014, but that high 
inflation will cause real income to fall in 
many countries. For example, Venezuela 
and Argentina are set to offer the highest 
pay raises, 27% and 24.3%, respectively; 
but these increases will lag significantly 

behind the projected 2014 inflation rates 
of  36.4% and 25.7%, respectively. As a 
result, employees will feel a significant 
cut in real income. 

Pay raises across the rest of  Latin 
America are projected to remain high 
compared with other regions, but are 
generally down compared to last year, the 
report said. The only exceptions to this 
rule are Peru, where wages are expected 
to rise 0.4% to 6.4%; and Brazil, where 
salaries are set to increase 0.6% to 6.1%. 
Meanwhile, in the Middle East, pay raises 
appear to be stabilizing, but are still lower 
than in 2013: compensation is expected 
to increase 5% in 2014, down 0.5% from 
the previous year.

“This year’s global forecast highlights 
a significant slowdown of  pay raises into 
the new year, as GDP growth in many 
parts of  the world remains subdued,” 
said Ben Frost, consultant at Hay Group. 
“Even where optimistic raises are expect-
ed in fast growing markets, high inflation 
means the economic recovery won’t be 
felt in the pay packets of  employees in 
many countries.”

Reflecting slowing but still strong  
economic forecasts, salaries in Asia are 
expected to increase by an average of  
7%, or 0.2% lower than in 2013. The 
data indicated that the highest pay in-
creases across Asia will be seen in  
Vietnam (11.5%), India (10.9%),  
Indonesia (10%), and China (8.6%). 

“In times of  slow growth, organi-
zations must keep a keen eye on the 
bottom line to remain competitive—
minimizing costs and driving productiv-
ity,” Frost said. However, he added, as 
increased inflation has a negative effect 
on many employees, there is an oppor-
tunity for organizations to be creative 
about how they reward their people,  
going beyond cash. 




