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Americans Seek New Options for Retirement Planning
Most Americans are concerned 

about their retirement prospects, and 
would like policymakers to provide 
them with additional support by de-
veloping new options for retirement 
planning, including new types of  
pensions, according to a new report 
released by the National Institute on 
Retirement Security.

The findings of  the December 
2012 study, “Pensions and Retirement 
Security 2013: A Roadmap for Policy-
makers,” are based on a survey of  
800 Americans ages 25 and older. 
Despite recent improvements in the 
U.S. economy, an overwhelming ma-
jority of  the respondents (85%) feel 
anxious about their retirement pros-
pects, with more than half  (55%) 
being very concerned. When asked 
whether they agree with the assertion 
that average workers cannot save 
enough on their own to guarantee a 
secure retirement, 81% agreed, while 
56% strongly agreed. 

In addition, 87% believe that the 
recent economic downturn exposed 
the risks of  the nation’s retirement 
system, 75% think volatility in the 
stock market makes it impossible for 
the average American to predict how 
much money will be in their nest egg 
upon retirement, and 82% believe 
it will be harder for Americans to 
prepare for retirement in the future. 

When asked to identify the major 
factors that make it difficult to save 
for retirement, the top response was 
salaries (83%), followed by fewer tra-
ditional pensions (68%), longer lives 
(63%), and volatile stocks (59%).  

The findings further revealed 
that 83% have favorable views of  
defined benefit plans: 84% said that 
all Americans should have access to a 
pension in order to be self-sufficient 
in retirement; and 82% indicated they 
believe that workers with traditional 
pensions are more likely to have a 
secure retirement. Researchers noted 
that pensions may also play a role in 
choosing an employer. When consid-
ering a new job offer, respondents 
say they are nearly twice as likely to 
accept if  the employer has a pension 
plan than if  the employer only offers 
a 401(k) plan.

When asked about their views 
on retirement policy questions, 86% 
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Seventy-five  
percent of  

respondents agree  
that a new  

pension system 
would be a  
good idea.

agreed that politicians should do more 
to ensure that Americans have a secure 
retirement, and 89% agreed that the 
current U.S. retirement system is under 
stress and needs to be reformed. In addi-
tion, 67% said they oppose cutting Social 
Security benefits for current retirees, and 
60% indicated they disagree with reduc-
ing benefits for future retirees.  

The report emphasized that young 
adults are particularly concerned about 
their retirement prospects. The vast 
majority of  Millennials (born after 1976) 
surveyed agreed that the retirement 
system needs repair (95%), and that law-
makers need to make retirement a higher 
priority (90%). They also overwhelmingly 
agreed that people with traditional pen-
sions will have a more secure retirement 
than those without (89%), and that the 
prospect of  increasing numbers of  Baby 
Boomers retiring without adequate pen-
sions or savings is stressful for families 
and the economy (94%). 

The survey included a deeper ex-
amination of  measures Congress could 
introduce to make pensions more broadly 
available to Americans. Researchers asked 
respondents for their views on a proposal 
for a new type of  privately run pension 
plan that would be available to all  
Americans, be portable from job to job, 
provide a regular check that lasts through 
retirement, and be easy for employers to 
administer while offering professional 
money management. This plan is similar 
to Universal, Secure, and Adaptable 
(“USA”) Retirement Funds, a plan 
proposed in 2012 by Sen. Tom Harkin, 
Chairman of  the Senate Committee on 
Health, Education, Labor, and Pensions.

The poll found that 75% of  re-
spondents agree that such a new pen-
sion system would be a good idea, and 
81% would be very or somewhat likely 
to participate in such a plan if  it were 
available. When asked to identify the 
most attractive features of  the plan, the 
top responses were portability (73%), a 
monthly check during retirement (65%), 
and universal availability (67%). 

Ancillary Benefits 
Help Employers  
to Stand Out 

Ancillary employee benefits, such as 
dental, vision, life, and disability insurance, 
will be an even greater differentiator for 
employers in 2013 than in the past. How-
ever, many smaller employers fail to offer 
a full range of  these relatively low-cost 
benefits, according to a new survey of  
nearly 12,000 employers released by United 
Benefits Advisors (UBA) in March 2013. 
The results showed that there are vast 
differences in the ancillary benefits offered 
by employer size, region, and industry. 
Researchers stressed that these differences 
demonstrate the importance of  using local 
benchmarking data in benefits planning.

Offering ancillary benefits is a way 
for employers to lighten the impact of  
reduced health care coverage and to 
broaden the overall appeal of  compensa-
tion packages, the report noted. Mary 
F. Drueke, vice president of  employee 
benefits at UBA, predicted that interest 
in these ancillary products will continue 
to grow after the government-run health 
care exchanges go online. 

“In the past, employers have focused 
primarily on the medical benefits because 
that is the largest expenditure,” Drueke 
said. “We are now in an employee benefits 
environment that allows employers to add 
a variety of  ancillary lines to the benefits 
offering for little or no additional cost to 
the employer.” However, she added, while 
the lower costs certainly are a plus for 
employers, not all ancillary benefits are 
equal, and companies must choose wisely 
if  they want to maximize the return on 
these benefits.

For example, of  all the employ-
ers surveyed, 74% already offer dental 
benefits. But the report indicated that the 
likelihood of  offering dental coverage 
increased with the size of  the employer: 
more than 90% of  respondents with  
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Formal  
learning and  

development is 
expected to play 
an increasing 

role in building 
business acumen.

100 or more employees said they provide 
these benefits, compared to just 43% of  
the smallest employers (1-9 employees). 
A similar trend was found for group term 
life insurance: 68% of  all businesses sur-
veyed indicated they provide group term 
life insurance, but while 95% of  employ-
ers with over 500 employees said they of-
fer this benefit, only 56% with fewer than 
50 employees reported doing so.

Looking at less common ancillary 
benefits, researchers noted that only 0.5% 
offer on-site clinics, but this rises to 7.4% 
for employers with more than 500 work-
ers. The findings further indicated that 
less than 0.5% of  employers with fewer 
than 200 employees, but 8% with more 
than 1,000 employees, offer pet insurance.  

Results were analyzed by region and 
industry. For example, auto insurance, 
home insurance, and membership discounts 
are most popular in the Northeast. Mean-
while, an industry breakdown of  disability 
coverage indicated that, across all indus-
tries, 45.5% offer long-term disability 
benefits, but just 31% of  employers in 
the construction, agriculture, and mining 
industries provide long-term disability 
insurance, compared to 60.2% in the 
finance, insurance, and real estate sectors. 

Improving Business 
Acumen for  
Strategy Execution 

Companies need a strong business 
strategy supported by sustained execution 
to achieve long-term success, but many 
are currently constrained by insufficient 
business skills or “acumen” among their 
managers and employees, a new global 
research report prepared by the Econo-
mist Intelligence Unit for BTS, a strategy 
implementation firm, has warned. 

Released in March 2013, the study, 
“Skills Mismatch: Business Acumen and 
Strategy Execution,” is based on a survey 
of  330 senior leaders and managers from 

around the world who were asked about 
the relationship between business acu-
men and strategy execution. The study 
defines “business acumen” as an intuitive 
and applicable understanding of  how a 
company makes money. The concept of  
business acumen encompasses strategic 
perspective, or a big-picture understand-
ing of  the business; financial acumen, 
or a comprehensive understanding of  
the drivers of  growth, profitability, and 
cash flow; and market orientation, or the 
ability to analyze and synthesize market 
and competitive data, as well as a deep 
understanding of  the customer’s business 
objectives and purchasing criteria.

While economic uncertainty was 
acknowledged by respondents as the 
greatest challenge confronting their orga-
nizations today, an external skill shortage 
was cited as the second-most important 
obstacle to meeting strategic goals, ahead 
of  global competition, regulatory con-
straints, political uncertainty, technological 
changes, and limited access to capital. 
According to the study, these skills 
shortages are seen as particularly acute in 
developed countries, as the vast number 
of  Baby Boomers enter retirement.  

Nearly two-thirds (65%) believe a lack 
of  business acumen significantly limits 
strategy execution at their companies, 
however, not all organizations are equally 
affected by a business skills gap: manag-
ers at high-performing organizations (de-
fined by above-average revenue growth) 
report they are less constrained by a skills 
gap in executing their strategic priori-
ties (63%) than those at low-performing 
companies (74%).

Recognizing the talent constraints in 
the external market and expected trend 
away from recruitment activities, the 
study found that companies are increas-
ingly focused on growing talent internally. 
However, senior leaders surveyed increas-
ingly doubt the effectiveness of  the  
most prevalent approach to developing 
business acumen, on-the-job experience, 
as it does not allow for consistency across 
the enterprise. The findings indicated that 
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while 85% of  respondents report that on-
the-job experience is the main approach 
used by their companies to develop talent, 
this is expected to decline by 40% over the 
next five years. In its place, formal learning 
and development is expected to play an 
increasing role in building business acu-
men, with an increase of  47% using this 
approach over the next five years. Respon-
dents said they anticipate growth in the use 
of  business simulations as a formal train-
ing method, and a decline in the use of  the 
traditional method of  expert-led lectures.

Employee Recognition 
Programs Improve 
Retention 

Recognizing employee performance 
through career achievement programs can 
help companies retain top performers 
and boost levels of  engagement and loy-
alty, according to a global study released 
in March 2013 by O. C. Tanner, an  
employee recognition solutions provider. 

The study includes interviews and focus 
groups with full-time employees in the U.S., 
Germany, the U.K., and Japan; in-depth 
interviews with Human Resource execu-
tives and business managers; and a survey 
of  over 2,400 employees in 10 countries. 

Researchers pointed out that, despite 
the widespread perception that workers 
today are content to change jobs frequent- 
ly, many employees report that they aspire 
to build a career with a single organiza-
tion, and that when they have found an 
employer they can commit to, employees 
embrace the goals of  the organization 
and become inspired to do great work. 

The survey showed that employees 
at companies with career achievement 
programs retain employees an average 

of  two years longer than those without 
these programs, and that, if  the program 
is perceived as effective, workers stay 
an additional two years on average. In 
addition, celebrating career achievement 
actively improves key employee engage-
ment metrics: of  the employees currently 
employed by an organization with a ca-
reer achievement program, 58% strongly 
believe the company cares about its em-
ployees and 69% strongly feel they fit in 
and belong, compared to 39% and 51%, 
respectively, of  employees at companies 
without a recognition program. A full 
81% of  workers surveyed also said that 
career recognition programs help them 
feel appreciated in their work.

Career achievement awards provide 
opportunities to teach and reinforce what 
matters most to the organization. For 
example, during the presentation of  an 
award, a clear connection can be made 
between individual employees and the 
company’s brand values. In addition to 
giving the employee a greater sense of  
purpose and meaning, managers’ roles 
are also enhanced because they have to 
take the time to consider the contribu-
tion of  the employee being honored.

The study recommended six best 
practices for companies considering a 
career achievement program: equip man-
agers with the right tools and training 
for recognizing employees; give tangible 
awards picked especially for the recipient 
with a personalized presentation; plan a 
celebration appropriate for the number 
of  years or level of  service being hon-
ored; invite managers and co-workers to 
speak; prepare individualized remarks 
that detail the contributions and personal 
qualities of  the recipient; and extend the 
appreciation by posting or announcing 
the award.

 

 




