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The “one-size-fits-all” philosophy no longer applies as it relates to plan sponsor health and welfare programs.
Remember the days when the “standard” benefits package checked every box? A couple of medical plans, basic life,
and disability, dental and vision, and you were done. Those programs worked when most plan participants were
looking for the same things. That is no longer true. Today’s participants span multi-generations and now expect
support for their whole well-being, not just medical coverage. The takeaway is simple: the one-size-fits-all philosophy
no longer applies.

Changing workforce. The workforce has changed over time. With four to five generations now in the workforce, the
needs vary across each generation. For example, in addition to the “standard” benefits provided:

=  Early career plan participants want help paying down their student loans, easy access to mental health and
preventive care, and flexibility when and where they work

=  Mid-career plan participants want solid dependent coverage, childcare support, and smart financial planning

= Those plan participants in the latter part of their careers are focused on retirement, managing any potential
chronic condition(s), and stronger financial protection

A standardized benefits structure typically ends up serving “some” plan participants well while missing the mark for
others. Workforces today are far more diverse in terms of age, family situation, health needs, and financial priorities,
so it is increasingly difficult for a single benefits design to meet everyone where they are.

So how are plan sponsors adjusting their benefits to meet the diverse needs of their participant populations?

Why employers should offer a choice of health benefit plans

Plan sponsors can better meet the needs of a multi-generational workforce by offering plan choice instead of a one or
two medical plan(s). Different generations have varying risk tolerances and healthcare utilization patterns, so
providing options allows plan participants to select coverage that aligns with their preferences. Some plan participants
may prefer a high-deductible health plan with an HSA for lower premiums with tax-advantaged savings, whereas
others may choose a traditional PPO plan for predictable copays and lower out-of-pocket cost sharing. Plan sponsors
can also offer telehealth-focused plans for plan participants who value convenience or wellness-incentivized plans
that reward healthy behaviors.

It is important to note that plan design should maintain a balance between choice and simplicity. Too many options
make it difficult for employees to evaluate their choices and select the plan that best fits their needs. Part of our role
as consultants is to help plan sponsors manage complexity by devising a plan offering that has meaningful choice
while avoiding an overwhelming number of options for participants.

Plan choice can also be expanded by introducing high-performance or narrow-network plans with even lower
employee premium contributions, offering plans with a variety of actuarial value options to match the varying risk
tolerance amongst plan participants, implementing spousal carve-outs or surcharges tied to access to other
coverage, or offering tiered pharmacy benefits to encourage cost-effective medication choices. These approaches
give plan participants flexibility while helping plan sponsors maintain budget predictability.
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Support preventive care and chronic condition management with
different benefit offerings

Plan sponsors recognize that healthcare needs vary across generations in their workforce. Older plan participants are
more likely to experience chronic conditions that require ongoing management, whereas younger plan participants
often benefit from preventive and lifestyle-focused programs. As a result, plan sponsors are aligning their healthcare
initiatives with the needs of their participant populations to target improvement in their overall healthcare outcomes
while having the potential to reduce long-term costs.

These targeted efforts often include implementing digital musculoskeletal and physical therapy programs,
strengthening diabetes management and oversight around GLP-1 medications, directing complex care, such as
oncology or major surgeries, to centers of excellence, adding tighter specialty pharmacy management, and
expanding access to virtual behavioral health services. Focusing on areas of concern and where costs/utilization are
most significant can produce stronger overall results as opposed to across-the-board type changes.

One area of caution, however, is that although targeted solutions can be highly effective, it is important not to
overcomplicate the plan. Choosing the right program(s) for your workforce is key because too many overlapping
initiatives can create confusion and make it harder for plan participants to know where to go for care. Too many
choices is not always a good thing.

Expand mental health and well-being programs for your employees

Mental health support has become an important part of many benefit strategies. Although plan participants across all
generations may need help in this area, the way they prefer to access support can differ. Plan sponsors are
responding by strengthening resources, such as employee assistance programs (EAPs), expanding coverage for
therapy and counseling, offering digital mental health platforms, providing stress and resilience training, and
educating managers on recognizing and responding to mental health concerns. Many plan sponsors are also taking
steps to improve access to care. This often includes expanding the number of in-network providers, introducing more
virtual counseling options, and working to remove obstacles that make it harder for plan participants to connect with
support when they need it. In many cases, younger plan participants tend to gravitate toward app-based or virtual
support, whereas others may feel more comfortable using traditional, in-person services.

Employers help support staff by enhancing family and
caregiver benefits

As more plan participants find themselves responsible for caring for both children and aging parents, many plan
sponsors are expanding benefits that help address these demands. Examples include fertility and family-building
support, adoption and surrogacy assistance, menopause/andropause support, expanded paid parental leave, backup
childcare resources, and services that help plan participants navigate eldercare options. Some organizations are also
adding caregiver leave or other programs designed for plan participants to coordinate care and access available
support more easily. These types of benefits tend to be most relevant for mid-career plan participants, who often may
be starting or growing a family while beginning to support aging parents.

Why workplace benefits should include financial wellness and
savings programs

Financial concerns are one of the most common sources of stress for plan participants and can often affect
productivity and overall health. As a result, many plan sponsors are expanding the financial support they make
available through their benefit programs. This may include student loan repayment assistance, programs that help
build emergency savings, access to financial counseling, and improvements to retirement plans, such as stronger
plan sponsor matching or automatic contribution increases. These types of programs complement traditional health
benefits because financial stress often influences how and when individuals seek care.
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The types of financial support plan participants find most valuable often depend on where they are in their careers.
Early-career plan participants are typically focused on managing student loan debt, building credit, creating a budget,
and saving for large milestones, such as purchasing a first home. Mid-career plan participants often face a separate
set of pressures, including childcare or dependent care costs, saving for their children’s education, and building a
stronger financial safety net through emergency savings. Plan participants who are approaching retirement tend to be
more focused on preparing for life after work, including understanding Medicare, evaluating retirement income, and
planning for healthcare expenses in retirement.

To make these resources easier to access, many plan sponsors are starting to organize them within broader financial
well-being programs or platforms. Bringing these tools together in one place can make it simpler for plan participants
to find support that aligns with their current stage of life and financial priorities.

Implement contribution strategies that support equity among
health plan participants

Some plan sponsors are moving away from using the same contribution structure for everyone and are taking a more
flexible approach. In some cases, the amount that plan participants contribute toward premiums may vary based on
salary level, helping make coverage more affordable for lower-paid workers. Others increase plan sponsor Health
Savings Account (HSA) contributions for those plan participants. Plan sponsors may also offer additional support
programs for plan participants facing unusually high medical costs. Overall, these approaches are designed to better
align benefits with plan participants’ financial realities while maintaining long-term cost stability for the plan.

Offer lifestyle spending accounts (LSAs) for your employees

LSAs are a way for plan sponsors to offer benefits that truly meet plan participants where they are. Unlike traditional
programs, LSAs give people the flexibility to personalize their benefits based on their own lifestyle, family situation, and
individual preferences. Plan participants can use funds for benefits such as fitness and wellness programs, childcare or
eldercare, student loan repayment, home office setups, professional development, or family-building resources.

In addition, LSAs create an opportunity to reach a broader employee audience and provide more choice than other
programs typically allow. By letting plan participants decide how to allocate their funds, LSAs turn a single plan
sponsor contribution into something more meaningful for a wide range of priorities and participant needs. To make
LSAs a focus going forward, plan sponsors typically reallocate resources from benefits that see lower use to fund this
more flexible program. Clear communication around eligible expenses, deadlines, required documentation, and
potential tax implications is essential to ensure plan participants fully benefit from the program. Keep in mind that plan
sponsor contributions may be taxable depending on the structure.

Consider voluntary benefits that give your employees
flexibility and choice

Voluntary benefits give plan participants more flexibility to choose coverage that fits their personal needs without
adding much cost for the plan sponsor. These offerings often include supplemental health plans, accident or critical
illness coverage, legal assistance, identity theft protection, and even pet insurance. Because plan participants are at
various stages of life, these options can help fill gaps and provide support for a wide range of personal situations.

Personalized benefits communication and navigation
encourage participant uptake

Personalizing benefits is not only about offering different plan designs. It also involves making it easier for plan
participants to understand their options and use the programs available to them. Many plan sponsors are introducing
tools that guide plan participants through enroliment, help estimate potential healthcare costs, and point them toward
the plans that best fit their situation. Advocacy and navigation services are also becoming more common, giving plan
participants a place to turn when they need help finding providers, resolving claims issues, or understanding their
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coverage. Some organizations are even adding digital assistants that can quickly answer common benefits questions.
When plan participants have clearer guidance, they tend to make more informed choices and feel more confident
using their benefits.

Communication is equally important, particularly in a workforce that spans multiple generations. Plan participants
often prefer diverse ways of receiving information, so plan sponsors are expanding how they deliver benefits
education. This may include mobile-friendly platforms, personalized recommendations, and a combination of
communication methods such as text messages, email, webinars, videos, and in-person meetings. Providing
information in multiple formats helps plan participants better understand their benefits, which can lead to higher
participation and a stronger appreciation of the programs offered.

Summary: Different employees require different
employer-sponsored benefits

In the end, supporting a workforce that spans multiple generations often comes down to offering meaningful choice,
flexibility, and benefits that reflect the various stages of plan participants’ lives, along with clear communication so
people understand what is available to them. When plan sponsors take this approach, they tend to get more value
from their benefit spending while improving how plan participants experience and appreciate those programs. One
way to begin is by stepping back to understand what plan participants need. Many plan sponsors do this by
collaborating with their consultants to review plan data and utilization patterns, while gathering feedback through
surveys or small group discussions.

The examples discussed here reflect only a portion of what plan sponsors are currently doing in the market and are
not meant to represent the full range of strategies organizations are exploring. Health and welfare programs will
continue to change over time, and employers that keep up with innovative ideas and trends in the market are often
better positioned to support employee satisfaction and retention.

Solutions for a world at risk™

Milliman leverages deep expertise, actuarial rigor, and advanced CONTACT
technology to develop solutions for a world at risk. We help clients in
the public and private sectors navigate urgent, complex challenges—
from extreme weather and market volatility to financial insecurity and
rising health costs—so they can meet their business, financial, and
social objectives. Our solutions encompass insurance, financial
services, healthcare, life sciences, and employee benefits. Founded
in 1947, Milliman is an independent firm with offices in major cities
around the globe.
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