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Thi nk about howe.

€ benefits strategies wil/l
next five years.

€ your benefits approach m
competitive advantage.

i & you may want to reall oca
benefits.

€ you might communicate ab
differently with senior management.



An historical view of the benefits landscape
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A contemporary view of the benefits landscape
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The traditional financial safety net is unraveling.

THE FUNDAMENTAL ELEMENTS OF SECURITY?®

Latter half of the 20th century First half of the 21st century
Greater certainty and greater security Less certainty and less security

PERSONAL SAVINGS PERSONAL SAVINGS

DEFINED BENEFIT
DEFINED CONTRIBUTION

SOCIAL MEDICARE
SECURITY Fully funded '
SOCIAL

Fully funded
SECURITY




Greater proportion of the population is over 65
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Entitlement programs face sizeable challenge

N
2015
There will be 80 Million Americans over 60.
The average 60 year old will live past 85. y
N
2009
There are 40 Million Americans over 60.
The average 60 year old lived to at least 80. y
N
1965
There were 20 Million Americans over 60.
The average 60 year old lived to age 75. y
1935
There were 10 Million Americans over 60. US Census
The average 60 year old lived to age 70. Bureau,

2004, 2006
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Medical costs have been doubling every 10 years
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* Health Affairs, February 2008 **Preventive Care: A National Profile on

Partnership for Prevention, August 2007.
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In 2009 we face unprecedented challenges

Total compensation spending

Benefits spending

30.2*

8.4% Life, health, and disability
7.8% Leqgally required benefits
7.1% Paid leave benefits

4.4% Retirement and savings

In 2008 American 2.5% Supplemental pay
employers were paying an

average of $8.81 per hour
in benefits*

* Bureau of Labor
Statistics, 2008
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What business value do we get from benefits?

RETENTION ~ JOB SATISFACTION
ATTRACTION “o  ENGAGEMENT

PRODUCTIVITY LOYALTY
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Different views on job satisfaction and loyalty

EMPLOYEES SAID

EMPLOYERS PREDICTED

Relationship with immediate supervisor ] Job security

Benefits

Management recognition of employee job performance 2

Compensation/pay
Feeling safe in the work environment

Communication between employees and senior management 4 Communication between employees and senior management

Opportunities to use skills and abilities Opportunities to use skills and abilities

Relationship with immediate supervisor

Compensation/pa
; fpay 5 The work itself

*Society of Human Resource Managers, 2008
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Employers typically under-r ecogni zeé.

eé.. the relationship between benef

Employers predicted Employees said

HEALTH BENEFITS
T
NI 75%

RETIREMENT BENEFITS

Fe————
T 725

ALL OTHER INSURANCE BENEFITS (LIFE, DENTAL, DISABILITY, VISION, ETC.)
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Benefits are more important than ever
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Benefits drive PRODUCTIVITY In 3 ways

1) There is a business value to a healthy working population

TOTAL COST OF WORKER ILLNESS

10% 19% 1%

| Wage replacement Lost productivity from absence

Workers' compensation
and general healthcare

2) Thereis also a business value to a more financially secure
working population.

3) Work/Life Balance reduces external distractions allowing
associates to be more engaged at work.

*Integrated Benefits
Institute 2005
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What do benefits mean to employees?

LIFE CIRCUMSTANCES
LIFE STAGE

AGE
RELEVANCE

SECURITY '
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Generations In the workforce
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Monthly Labor Review
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Older boomers expect to work hard

Ol_ DER Older boomers gain satisfaction
from their work, sometimes at the

BOOMERS expense of a healthy work/life

b. 1946 - 1955 balance. They are a generation
prone to becoming workaholics.

Contest awards, bonuses,
commissions, and incentive

plans resonate with this
prevalently competitive group.
Older boomers also tend to thrive
In a structured work environment. *

* Baby Boomers
Grow Up
The Strategic Solution

DEFINING EVENT: WOODSTOCK a
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Not all boomers are the Woodstock generation

YOUNGER Younger Boomers were in grade

school during the Summer of Love.

BOOMERS They tend to be less affluent than
b. 1956 T 1964 theirolder boomer siblings.

Younger boomers were raised by
parents who encouraged hard work
and academic achievement and this
group was taught that hard work
would reap its own rewards.

* Baby Boomers
Grow Up
The Strategic Solution

DEFINING EVENT. THE BICENTENNIAL a
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Gen X tend to be cynical and question authority

GEN X
b.196571 1976

They grew up in aworld where

parents became more mobile

In their careers. As a result, this

generation is more apt to view

employment with shorter time

horizons. For them, time is

currency. They have been

descri bed as the fAprove
generation. *

*Getting to Know
Generation X

NAS Recruitment
Communications, 2006

DEFINING EVENT: FALL OF BERLIN WALL
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Gen Y Is generally optimistic and eager

GEN Y Gen Y is more apt to be reliant

- on their parents at a later age.
b. 197771 1995 They expect frequent rewards
and look for personal fulfillment
at work. They are highly educated
and tech-savvy. They reject
nine-to-five schedules and
value personal development
as much as a paycheck.
They are less apt to follow
the usual corporate rules. *

* Marston, Cam

Motivating the
What 6s | n 1|t

Workforce.

John Wiley &

DEFINING EVENT: DOT-COM BOOM
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A NEW BENEFITS FRAMEWORK

This framework : [CESEREE
challenges the :
benefits professional
to consider how they
are allocating their
focus and investment
across these four
broad areas.
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Core benefits concepts redefined

Whee=arwe've wees© v

Medical coverage

Retirement accounts FINANCIAL SECURITY

Time-off policies

Benefits administration 237 ANe) 423003115 el =




