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Workers seek empathy and flexibility in a post-pandemic work world
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Introduction

The past two years have brought a series of monumental events
to the world. Leading the way was the COVID-19 pandemic, which
profoundly affected how people worked and lived. Even though
lockdowns have been lifted and most aspects of life are back to
normal, for many, recovery isn't complete.

Addedto this, in 2022 alone, there's been a devastating war in
Ukraine, global inflation, rising gas prices, a growing wave of gun
violence in the US, and alooming recession. Even some supply
chain problems — like the baby formula shortage in the US —
have gone beyond being mere inconveniences to affecting many
families’ well-being.

It's become apparent to employers that their old model of benefits
is nolonger sufficient. The dramaticimpact of the events of the past
two years has created a very different employee mindset. It has torn
up the employer-employee contract that had, until now, endured.

This shifting landscape is reflected in employers' challenges about
what their organizations will face in the year ahead. It's telling that
three out of their top five concerns are about their employees

— attracting them, retaining them, and ensuring they're mentally
and emotionally healthy.

Benefits, empathy, and flexibility

are close behind salary in terms of
what matters most to workers when
evaluating employment opportunities.

Benefits Value Index*™ means from 2012-2022

Top 5 biggest challenges employers
say they'll face in the year ahead

Percentage of employers that agree

32%

Attracting
talent

Retaining
talent

Growing your
business

29%

Workforce mental
and emotional health

Supply chain
problems

Whether they realize it or not, many employers have already made
strides toward providing benefits and policies that employees
need. They were forced to do so during the pandemic, which was
a difficult time for everyone and prompted many employers to
extend more flexibility and empathy toward their workforces. As a
result, the Guardian Benefits Value Index®" (BVI), which measures
employee sentiment around how much they value their benefits,
is the highestit's beenin adecade.

With these concerns in mind, employers are turning their
attention to their organizations' benefits, policies, and programs
to ensure what they're offering meets employees' needs.
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Employees are responding positively to employers' efforts in adapting to the trying
circumstances of the pandemic. Workers appreciated the gains in flexibility, investments
intechnology, and additional mental health resources that were added during the
pandemic, and they don't want them to be endangered with the return to a new, post-
pandemic normal. It's in employers’ interests not to abandon that more empathetic
mindset. Our research found the organizations that have helped drive up the BVl score
are the same ones that have shown more empathy. They're proactive about the issues
we're addressing in this report. Of course, employees still want traditional benefits like

a strongretirement plan and health care. But in a period of instability, they need more
from their employers than resources and tools. They seek empathy on every level so they
feel better equipped to cope with future life and current events, from the routine to the
extraordinary — at least to the extent that they can control. For those who have a choice,
employees will want to work for organizations that do this successfully.

Understanding how employees feel and what brought them to this point is essential

to building a work culture that provides meaningful support for employees, not only
through benefits, but by making them feel that they belong. This report examines how
organizations can begin to accomplish that.

Workers who agree
their employer creates
a culture that is flexible
and empathetic’

2020 2022




The anxious American workforce:

How did we get here?

Much has been written on how the pandemic was an unparalleled inflection point
for working Americans. In fact, more than two years after it began, half still rate the
COVID-19 pandemic as the top source of stress in their lives.

In part, that's because the pandemic contributed to greater loneliness and isolation.?
Indeed, many working Americans report experiencing more mental health issuesin
the past two years alone.

This has serious implications for well-being that we're already seeing.
Drug overdoses were up 30% in the first year of the pandemic.?

Of course, there are other factors that have also impacted employees’ mindset around
their working lives and overall well-being. For example, economic uncertainty has
contributed to diminished financial confidence and higher anxiety.

Americans are more likely today than they were a year
ago toreport being very or moderately worried about
their finances.*

Another factor is current events and the stress they create. Nearly 9 in 10 Americans
(87%) said inflation was a significant source of stress, followed by supply chainissues
(81%). Eighty percent said Russia’s invasion of Ukraine concerned them.®

These stressors come on top of coping with a lingering pandemic. While life has always
been unpredictable, this perfect storm of stress has created a mentality that the next
crisis may be just around the corner, and we probably won't be prepared for it.
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More than 6in 10

US workers say they or someone
in their households have
experienced depression or
anxiety in the past two years


http://www.guardianlife.com/reports/inflection-point

New realities alter the

employee value proposition

Uncertainty fuels stress, and stress fuels anxiety. The result?
We're seeing record-high levels of unhappiness, according to the
2022 Gallup Negative Experience Index.®

In the workplace, this manifests itself as burnout, low employee
engagement, and job dissatisfaction. Just under 6 in 10 workers
(58%) describe themselves as very happy at their jobs. More than
40% are only moderately happy or unhappy, meaning they're at
high risk of leaving.

Nearly 3 in 10 workers say they're very or
somewhat likely to leave their job in the
next year.

Indeed, the Great Resignation is far from over. One potential
reasonis that, increasingly, workers don’t feel their employers
care about them.

Do you feel your employer cares about
your well-being?

Percent of employees who strongly agree
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Flexible work policies benefit everyone,
especially those who need them most

Vivian has a disability that makes commuting to the office difficult. She also prefers to
work a flexible schedule to make it easier to work around medical appointments that fall
during business hours. During the pandemic, her office’s move to remote work and more
flexible hours had a positive impact on her well-being, but now that her employer is asking
everyone to return to the office, her stress levels have increased and her productivity

has declined. Having her employer make hybrid work and flexible schedules available to
everyone long term would help not only Vivian, but her colleagues who find remote work

easier for work-life balance.

There's also a connection between whether employees feel their
employers care about their well-being and how well employees
feel their employer handled the pandemic.

Among employees who said their employers
handled the pandemic well, more than three
quarters of them also strongly agree their
company cares about them.?

This has resulted in a new value proposition among employees

in what they need and want from their employers. Attracting

and retaining talent today is not only about offering the right
products;it's about ensuring that employees are aware of what's
available to them and engaging with benefits that can help

them lead healthier, more secure lives. That, in turn, helps them
understand that their employer cares about them — especially
key during turbulent times.

One way employers can begin to turn the tide is by grounding
every benefits and policy decision they make in empathy. This

is somewhat of a departure from the past, where flashy perks
designed to make the workplace as convenient as possible ruled
the day. But the circumstances of our changed world, which have
led to declining mental health and an undercurrent of uncertainty,
demand nothing short of a radical new approach to workplace
benefits and culture. Organizations that are perceived as caring
enough to do something about it will be successful in attracting
and retaining their workers, and helping them thrive.




11n § workers quit their job in the
past two years due to inflexible hours

Before the pandemic, remote work and flexible schedules had been gaining momentum
among employers, but mostly as perks granted only occasionally or on a small scale. Most
employers couldn’t conceive of implementing them on a larger scale out of concern that
productivity and workplace culture would suffer.

The pandemic rapidly turned that notion onits head. While this arrangement presented
some challenges, for the most part organizations adjusted successfully.

For many employees, one silver lining to emerge from the pandemic was improved work-life
balance due to greater flexibility and empathy on the employers’ part around where, how,
and when they worked. Employees want to preserve that; as a result, there's been a major
sea changein their expectations.
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6 in 10 employees 1lin4

say their employers don't offer

want to work remotely in some capacity
that benefit

The choice to work remotely informs employees’ overall desire for greater flexibility in all
areas, including scheduling. While flexible scheduling existed long before the pandemic,
more companies adopted it during COVID-19 to better fit employees’ changing needs. In
fact, there has been a 20% uptick in companies prioritizing flexible schedules since 2019.°

This change in lifestyle and workstyle is so important to the workforce that it's considered
the mostimportant benefit that an organization can provide outside of salary and standard
benefits. A significant factor is the strong tie between flexible work schedules and better
emotional health.

Having flexible work options positively impacts overall well-being

Percent of employees with high self-reported overall well-being

&)

=

With flexibile schedule Without flexible schedule
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"The technology available to make hybrid
work a possibility has been around for
some time,"” says Dean Del Vecchio,

ClO and Chief of Operations at Guardian.

"Employees have rapidly adopted
communication and collaboration
technologiesinaway thatisnowa
fundamental expectation of the workday."

"Expectation” is the operative word.
Indeed, especially for younger members
of the workforce, flexibility is contingent
to them staying at their jobs.

A total of 4in 10 employees
say they've left or are
considering leaving their jobs
due to inflexible hours or the
inability to work remotely.
For members of Gen Z, that
rises to more than half.

Clearly, thisis an area in which employers
should strive to be competitive because
it's a powerful talent recruiting and retention
tool. In fact, more than a third (34%) of
employees say flexibility is a top reason
why they choose to stay at their current
job. It alsoimpacts their mental health.

A majority of employees who
can work remotely at least
part time have high self-
reported emotional health.

While not without its challenges, flexibility
—when, where, and how employees work
—is amajor priority for most workers,
who are driven to seek autonomy and
independence in the post-pandemic
workplace. Moving forward, employers will
need to assess how to foster community,
keep remote workers engaged, and provide
strong mentorship and coaching when not
in person.



Employees who can work remotely
are two-thirds more likely to
report high overall well-being.




Employers feel the impact
of the mental health crisis

When it comes to the current state of workforce mental wellness,
"“crisis” is not too strong a word to describe it. Onein 5 adults
experience mental health issues annually, making it among the
most pressing topics of our time and a top priority for benefits
decision-makers.*°

Fewer than half of full-time US employees
rate their mental/emotional health as very
good or excellent.

Several factorsimpact employees’ stress levels, but their top
sources of stress include the COVID-19 pandemic (50%), money/
finances (44%), and the economy (38%). This stress takes a toll on
their mental and physical well-being and can affect them directly or
indirectly, as when a member of theirimmediate family experiences
stress-related disorders.
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More than 4 in 10 employees

(41%) say anxiety has affected them or a member of their
immediate family in the past two years

In addition, more than a third of employees (37%) say they or a
member of theirimmediate family have experienced sleep issues
and 29% say they've experienced elevated stress. However, a
significant number of workers don't get any assistance with the
mental and emotional health issues they experience.

Reducing mental health stigma

Maria has been feeling down and disconnected lately. She suspects she's depressed but

is afraid to use her company’s mental health resources to find a therapist because she's
unsure of how confidential it really is. Her performance has been suffering as a result, but
she's also worried about bringing it up with her manager in case he begins to view or treat
her differently. Clear communication around mental health benefits and resources would
help employees better understand how they work, and would help millions access the care

they need.

More than a quarter
of employees

don’t get help for mental and emotional
health problems

Reasons for not seeking help are varied, but stigma and cost
were the biggest factors. More than 1 in 5 employees (22%) said
they weren't comfortable seeking help for mental healthissues,
while 18% said it wasn't covered by insurance. Still, many likely
don't know where to turn because they don't see viable options
available to them through work.

While 7 in 10 employers believe they
address employees’ emotional health
extremely well, fewer than half of
employees rate their company’s current
benefits as very good or excellent.

If left unchecked, a host of consequences could occur, from
short-term effects like burnout, low employee engagement, and
attrition, to long-term effects like a shrinking talent pool due to
more people experiencing serious mental and physical health
issues. This will exacerbate the challenges employers are already
experiencing with talent attraction and retention.




Robust mental wellness benefits
are tied to better outcomes
and greater employer loyalty

Fortunately, employers are realizing the tremendous need forimproved mental and
emotional health benefits. AlImost a third (30%) of employers cite workforce mental
and emotional health as among the biggest challenges their organization will face in the
coming year, and nearly 6 in 10 (59%) say addressing their workforce's mental healthis a
top priority.

How organizations are addressing mental wellness

Top five benefits and policies currently offered

O ) 7

Flexible work schedules Paid sick and personal leave Mental health resources
through a medical insurance plan
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Onsite behavioral health counselors Employee support groups
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Consideringjust over a third of organizations offer clinical mental health resources
covered by insurance, there's a clear need for improvement. Employee preferences
confirm that: 6 in 10 employees say behavioral/mental health services available through
work would be valuable. This was tied with physical wellness resources as their top choice
for benefits.
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More than 6 in 10 workers

(62%) say they'd be comfortable using a free, outside behavioral
health resource offered through their employer if they were
struggling with a mental health issue



There's also room forimprovement in how prepared managers can
be when it comes to identifying and responding to their workforce's
mental health needs. While just over 6 in 10 employers (62%)
believe their managers are well-equipped to recognize and respond
to mental healthissues, just over half say they provide training to
managers and supervisors, and a quarter don't provide training at all.

As difficult as these conversations can be, they're necessary.
Attention must be paid to employee mental health, since mental
health is worse among employees who don't feel that their
employer cares about their overall well-being.

Fewer than half
of workers

who've experienced a mental health issue in
the past two years agree their employer cares
about their well-being

There's also a strong tie between better mental health support
and employee loyalty.

Just over half of employees who say their
organization supports employee mental
health want to stay at their job more than
10 years compared to 36% of those who
don’t think their organization adequately
supports mental health.

Yet for employers looking to boost their mental wellness offerings,
what does success look like? Overall, mental and emotional

health resources are underutilized; just under a third of employers
(31%) consider their mental health-related resources to be

used “very well." Therefore, rather than examining utilization, a
combined look to improved employee outcomes (44%), reduced
absenteeism (40%), and employee retention rates (31%) should be
used as their top ways of measuring success.
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Workers who feel their employer
supports workforce mental health are
more than twice as happy at their jobs
as those who don't feel supported.




Generous paid leave policies help
employees balance work and health needs
— either their own, or a family member’s

Paid leave is an important benefit because it helps alleviate financial pressure on
employees so they can take the time they need to recover from anillness or disability, or
help aloved one do so. This helps reduce anxiety around returning to work and increases
the chance of a positive outcome.

Pre-pandemic, absence management and paid leave policies were rarely on senior leadership's
radar, residing almost exclusively within HR departments’ domain. However, 80% of employers
agree the pandemic significantly raised senior leadership’s awareness of the importance
of leave management due to the number of employees who needed to take extended
leave due to COVID-19 — either for themselves or to care for a sick family member.™

Specifically, 3 in 4 employers changed their unpaid leave policies to paid due to COVID-19.
Other leave management changes prompted by COVID-19 included: brand new or
separate COVID-related policies, an expansion of definitions within current policies,
increased benefit levels, waived waiting or elimination periods, and the increase of benefit
durations.*?

Improving financial benefits related to leave is critical, as caregiving almost always has a
negative effect on the caregiver’s personal finances.

Caregivers are also likelier to experience mental health issues than non-caregivers.** And
with an aging population and longevity trending upward, the number of caregiversin the
USis poised toincrease. Employers that are seen as desirable will, therefore, address
caregivingin their benefits policies.

Making it easier for employees to
care for themselves, and others

Luis takes care of his ailing parents. Their health is declining, and he'd like to take Paid
Family and Medical Leave to better care for them, but he lives in a state without a paid
option and is worried about going without a paycheck. Meanwhile, the additional stress

is taking a toll on his job performance and his relationships with co-workers. Having
generous support procedures in place for caregivers and some paid leave would help Luis
better balance his caregiving and work responsibilities.

On average, caregivers
spend more thana
quarter of their annual
income on caregiving
expenses'?
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Time off to provide care to arelative whoiisiill or incapacitated was
the top choice among workers that, if offered by a prospective
employer, would make them want to work for that company.*®

Notably, women were more likely to prefer family benefits like paid
parental leave: a quarter of women (25%) said they'd give parental
leave heavy consideration when choosing a job. Only 14% of men
said the same.’®

More than half
of workers

named paid time off to care for a relative who
was ill their top benefit that would entice
them to work for a company, edging out
supplemental health insurance (53%)"’

Improving paid leave policies also extends to the kind of experience
employees have when taking a leave of absence. For many, this means
adopting digital options to enhance the employee experience

and make it easier for them to stay in touch with their employers
during the leave process.

Employers offering self-service tools are
twice as likely to report a more positive
employee leave experience.

Beyond technology, improving the employee leave experience
begins with aligning it to an organization’s culture. “It's important
toreview the organizational philosophy around leave and examine
what type of education and training is provided to HR staff,
supervisors, and employees,"” says Garlande Patz, Sr. Absence
Management Solution Practice Leader at Guardian.
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One in § full-time working
Americans had to take an
extended leave of absence in
the past two years to care for
themselves or a family member.




People want to work for
organizations that care

How inclusive and empathetic an organization’s culture is can have a profound effect

on workforce well-being. That's because workers who feel their employer cares about
them also feel empowered to bring their whole, authentic selves to work. That level of
psychological safety positively impacts their emotional health and overall well-being.

Employees who are a part of a corporate culture that values
inclusion, supports diversity, and encourages empathy
generally report 70% higher well-being than others.!® They're
also 25% less likely to experience anxiety and depression.

This is key because members of communities that have traditionally been underserved
from an employee benefits and culture perspective — such as LGBTQ+ workers, those

with permanent disabilities, and parents of special needs children —are nearly twice as
likely to have low well-being.

One way to close this gap is by developing robust diversity, equity, and inclusion (DEI)
policies. Not only has prioritizing DEl been shown to help organizations' bottom line,
there's also a strong connection to employee retention and loyalty.

In addition, employees increasingly want to work for organizations that reflect their values
and demonstrate acommitment to the greater good. Fourteen percent say that the
fact that their organization's business practices and values promote a positive impact
onsociety is a primary reason they stay at their current job. This is especially true for
younger workers, particularly Gen Z and young millennials.

Members of Gen Z are almost twice as likely as members of
Gen X and Baby boomers to say they'd want to work for or
stay at an organization if its business practices and values
promote a positive impact on society.

Help employees take advantage of key
benefits by ensuring an inclusive culture

Bryn wants to sign up for alife insurance policy offered through their job, but they identify
as non-binary and the only options on the intake form are for “male" or “female.” Bryn
wants to request advice from HR but notes their employee handbook doesn’t contain any
specific language affirming support and inclusion for non-binary employees. Ensuring that
carrier intake forms and HR language is inclusive is smart policy to ensure all employees
feelincluded and can access key benefits.
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Nearly 8in 10
workers

who say their organization
strongly supports DEl report
being very happy at their jobs
compared with just 34% of
those who say their organization
doesn’'t have a strong DEl strategy




Creating a culture of inclusivity and empathy doesn’t necessarily require significant
resources. Establishing Employee Resource Groups (ERGs) and Corporate Social
Responsibility (CSR) initiatives, for example, on even a small scale can go along way
toward making employees feel cared for and part of something bigger than themselves.

83% of workers who say their organization’s culture is
flexible and empathetic also say their employers encourage
their engagement in charitable giving and volunteerism.
That kind of civic engagement is only encouraged in 22% of
workers in an organization that lacks flexibility and empathy.

A corporate culture that makes employees feel cared for, included, and where they're
encouraged to be civically engaged boosts overall well-being, happiness, and loyalty.
This can take many forms, from social justice responses to CSR to ensuring language
in communications is inclusive and representative of all employees. No matter what
direction an organization takes, building a flexible, empathetic culture empowers
employees to be their best selves at work and in life.




Workers who feel their employer
cares about their well-being are more
likely to want to stay at their job for
10+ years (58% vs. 31% of those who
don't feel their employer cares).




Workers who understand the

value of their benefits are more

likely to appreciate them

Another way organizations can demonstrate empathy is by ensuring employees have a
better understanding of their benefits. Having a clear sense of the value of their benefits
and how they can help equips workers to better protect themselves and their families, which,
inturn, helps them feel that their employers care. That also improves their satisfaction
and overall well-being. Fortunately, employee satisfaction with their benefits offerings is
ontherise.

Employee satisfaction with benefits packages

Percent of employees who are extremely or very satisfied

2013

2022

Helping single parents strengthen
their financial well-being

Lizis choosing benefits for herself and her daughter during Open Enroliment. As a
single parent, she feels the pressure of being the sole wage earner and wants to make
sure her benefits work as hard as she does, especially since she doesn’t have much
saved for emergencies. But every year, no matter how much research she does, she
usually winds up picking the same plans she had the year before because the pamphlets
are full of insurance jargon and hard to understand. Liz wonders why she gets better
product recommendations from Amazon than she does from her employer, especially
when there's so much more at stake. Combining high-tech benefits decision tools with
high-touch HR support helps employees make critical benefits decisions with more
confidence, especially for workers —including single parents — who tend not to have
access to a financial professional.

This indicates employers are doing many
things well when it comes to benefits
packages, such as adding more voluntary
and supplemental health products. More
options have helped boost employees’
perceived value of their benefits, but there's
stillroom for greater understanding and
participation. This can be done by
consciously building a better benefits
experience.

Workers who strongly agree
their employer cares about
their well-being are 4x as
likely to report high benefits
understanding than workers
who disagree.




Workers who report a positive
enrollment experience are 30% more
likely to want to stay with their
employer 5+ years than those who
report a negative experience.




A positive enrollment experience

leads to confidence and loyalty

Having a positive
I enroliment

experience

Leads to higher
2 confidence in

benefits decisions

Which positively
3 impacts perceived

benefits value

And contributes to
4 stronger loyalty

High satisfaction

(top two survey choices)

86%
Extremely confident

(top three survey choices)

8
Benefits Value index

(BVIfrom 1 low to 10 high)

75%
Want to stay with my
employers 5+ years

Low satisfaction

(bottom six survey choices)

21%
Extremely confident

(top three survey choices)

5
Benefits Value Index

(BVIfrom 1 low to 10 high)

52%
Want to stay with my
employers 5+ years
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A better benefits experience, with
enhanced decision support and digital
options, improves workforce satisfaction

Animportant step inimproving employees’ benefits experience is increasing benefits
digitalization, but keeping employee preferences at the forefront of the strategy.

With the widespread move to remote work during the pandemic, more than a third of
employers said COVID-19 accelerated their organization’s use of benefits technology.
That was animportant step in narrowing the gap between how employees prefer to enroll
and how they actually enrollin benefits. Nearly 7 in 10 employees (68%) prefer to enrollin
benefits via a digital method, and 73% of employees reported doing so.

That's good news, since a digital enrollment experience is correlated with higher benefits
and job satisfaction.

48% of workers who say their employer provides a highly
digital benefits experience want to stay at their jobs 10+
years compared to just over a third of workers who say their
organizations’ enrollment methods are highly paper-based.

Benefits technology that aids in decision support should also be on employers' radar as it
helps employees make the right selections during Open Enrollment. Since only about

1in 5 employees (22%) report being extremely confident in their benefits choices, the use
of data to improve benefits decision-making is key to boosting employees’ confidence in
their selections and, by extension, their well-being. Confidence in benefits choices and
better understanding of benefits are strongly tied to how cared-for employees feel.

] 1@

2 in 3 workers

Among workers who strongly agree their
employer cares about their well-being,
two-thirds are highly confident in their
benefits selections.

However, there's room here for significant
improvement on the employers' part

in communicating with and educating
employees about their benefits options.

QO

47% of workers

A minority of workers say their
organization's benefits communications
are not very effective in helping them
make the right choices.

Employers should evaluate their benefits
education and communications strategies
periodically to ensure they provide
sufficient guidance for all employees. They
must consider demographic factors to
ensure their communication methods and
channels suit employee preferences and
demographic differences. This is another
key way to help employees feel supported
and included. After all, the more workers
are aware of what their employers provide
and the better they understand how

these benefits can help themin their daily
lives, the more likely they are to feel their
employers care.
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Creating an empathetic culture for a new era

As the scenarios throughout this reportillustrate, every employee
has their own set of circumstances and priorities shaping who
they are and creating unique pressures that can impact their

work and well-being. Their values in an employer have therefore
shifted, and the employers who will succeed are the ones who'll
put employee needs first, making workers feel a sense of support
and belonging.

The common thread running through the
benefits employees expect today is empathy.

=

Paid leave

« Paid family and medical leave policies permit workers to take
time for parental bonding or to care for sick/injured loved ones.

« Paidsick leave allows employees to receive pay when they are
sick and unable to work or should not be working around others.

Flexible work arrangements

+ Telecommuting: For many employees, the option to work
remotely at least part time is a must-have. Investingin
collaborative technology and communicating regularly with
employees helps maintain connection and can boost productivity.

« Flexible scheduling allows employees to adjust their work
hours to accommodate their personal lives, such as caregiving
responsibilities, child care, or health conditions.

4
u N\
Effective benefits communication

« Raising awareness: Employees desire more information about
their benefits choices, especially early and late career workers
who areinterestedin more targeted guidance based on their career
stage. Look into providing employees with the opportunity to
meet with a benefits advisor.

» Omnichannel: Given employees' different needs and preferences,
an omnichannel approach to benefits communications is likely
the most effective way to reach all employee segments where
they are.

Fortunately for employers, adapting their benefits, programs, and
policies to fit employees’ changed expectations can be a powerful
and effective way to attract and retain talent.

Benefits are a top reason why employees
stay at their current jobs (ranked 3" behind
compensation and enjoying the work).

Read on forideas on how to build a benefits program driven by
empathy that will help make employees feel supported and create
a culture of caring in your organization.

Mental health resources

« Mental and emotional health resources, from access to
counselors to meditation apps, are key to helping employees
cope with stress.

» Telehealth offers medical and dental consultations, evaluations,
diagnosis, and treatment using a variety of digital and online
channels. Virtual access to health care professionals is
particularly appealing to busy single parents, persons with
disabilities or restrictive health conditions, and those living in
areas where access to health careis limited.

Corporate culture

- Diversity, equity, and inclusion (DEI) strategies provide a
framework of resources and policies that can help ensure all
employees feel supported and included. Prioritizing DEl is tied
to higher employee engagement and satisfaction.

« Social justice responsiveness has rapidly become animportant
area of focus for organizations as employees increasingly desire
and expect their employers to take a stand onimportantissues.
Developing a strategy that aligns with your company’s values
and strengths will help determine appropriate ways to respond.
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Appendix

Methodology and sample characteristics

The 11* Annual Workplace Benefits Study was fielded in February and March of 2022
and consisted of two online surveys: one among benefits decision-makers (employers)
and another among working Americans (employees), allowing us to explore benefits
issues from both perspectives. Survey data collection and tabulation were managed for
Guardian by Zeldis Research, an independent market research firm located in Ewing, NJ.

Employer survey

Employer results are based on a national online survey of 2,000 employee benefits
decision-makers. Respondents include business executives, business owners, human
resources professionals, and financial management professionals. The survey covers
allindustries and is nationally representative of US businesses with at least five
full-time employees.

Data shown in this report have been weighted to reflect the actual proportion of US
businesses by company size based on data from the US Census Bureau. The margin of
error at the 95% confidence level is +/- 2.2%.

Employee survey

Employee results are based on a survey conducted among 2,000 employees age 22 or
older, who work full-time for a company with at least five employees.

The survey sample is nationally representative of US workers at companies of at least five
full-time employees. Data shown in this report have been collected in a way to reflect the
actual proportion of US workers by gender, region, race, ethnicity, education level,
household income, age, and employer-size, based on data from the Bureau of Labor
Statistics and the Census Bureau. The margin of error is +/- 2.1% at the 95% confidence level.
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