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Introduction 

The current workplace is comprised of five generations representing numerous 

individuals with a variety of experiences and diverse expectations. In most current workplaces 

the five workforce generations include: Traditionalists – born between 1925 and 1945; Baby 

Boomers – born between 1946 and 1964; Gen X – born between 1965 and 1980; Gen Y a.k.a. 

Millennials – born between 1981 and 2000; and Generation Z – born between 2001 to 2020.  

Each workforce generation represents varied personal and professional knowledge and resulting 

views regarding work, the working environment, and benefit opportunities. As the Traditionalists 

and Baby Boomers consider or move toward retirement, Generation X moves up the ladder, and 

Generation Y and Generation Z replace the bulk of the workforce. These two generations 

represent generations who are in their 20’s and 30’s with different life and work experiences that 

ultimately generate changed views regarding work, the work culture, and potential benefit 

expectations. While organizations have been changing as well, the changes seem to have focused 

on operations, inclusive technology, and the global economy. It appears that little attention had 

been given to the varying needs of shifting generations.    

More than 75 million Baby Boomers are set to retire sooner rather than later (Gurchiek, 

2021). This major reduction in the workforce comes primarily from the top while Generation X 

and Generation Y are already in the workforce and Generation Z makes up the next wave of job 

seekers. Generations Y and Z do not have the years of experience and expertise that Baby 

Boomers are taking with them. Generation X has the workplace experience and the ability to lead 

but does not have the large cultural differences that Generation Y and Generation Z are 

experiencing. This workplace shift brings many changes to the organization. Preparing 

Generation Y to lead the workforce and develop changes that meet the needs of the upcoming 



3 
 

wave of job seekers are the challenges that organizations are facing. Onboarding the new wave 

of job seekers and recruiting Generation Y to take over leadership roles and roles with more 

responsibility in organizations demands change and creativity in the techniques used to pursue 

new employees from these generations. In addition, organizational leadership must consider 

revising the offers used to entice and retain the new employees. The possibility is a very true 

reality that what was once important to former generations that comprised the workforce has 

very little value to the generations that are currently on the doorsteps. Consequently, it would be 

in the best interest of organizational leadership to review and reconsider the entire hiring and 

onboarding process as they relate to Generation Y and Generation Z.  

Statement of the Problem 

This generational span in a workplace can pose a problem when the organization is 

analyzing turnover rates and how to increase retention. Current data indicates that Generation Y 

has the highest job-hopping rates and is always on the search for a more progressive organization 

in which they can improve their skills and receive benefits that meet their needs (Adkins, 2019). 

These points of view are unlike their predecessors, Baby Boomers, who entered a company and 

most often stayed with the organization through retirement. The idea of moving from company 

to company was not part of the Baby Boomer culture or their philosophy regarding company 

loyalty. On the other hand, contemporary existing facts indicate that “21% of Generation Y have 

revealed they have changed jobs within a year, three times the number of non-Generation Y and 

60% say they are willing to act on new opportunities at better organizations” (Adkins, 2019, p. 

2). Generation Y and their job-hopping tendencies as well as high turnover is costing the “US 

economy 30.5 billion annually” (Adkins, 2019, p. 2). That cost could be mitigated if 
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organizations analyzed the generational shift in the workplace and adjusted their benefit and 

compensation packages to be tailored to the wants and needs of the upcoming workforce.  

Generation Z is the newest generation entering the workforce. “60 million Gen Z workers 

will make up the next wave of job seekers” (Vantagepoint, 2021, p. 3). Generation Y and 

Generation Z want to work for an organization that cares about their overall wellbeing (O’Boyle, 

2021). To ensure that the new workforce has their needs met, they feel well taken care of, and 

have the resources to succeed, organizations need to overhaul their benefit packages. Generation 

Y and Generation Z are choosier about the organizations they work for and buy from, they are 

interested in working for companies that offer a better work environment and an enticing 

corporate culture with values that align with their own. Studies show that “Generation y and 

Generation Z would be willing to give up $7,600 in salary per year to work in an organization 

that’s culture gave them a better work environment” (Alton, 2017, p. 5). Generation Y and 

Generation Z value a corporate culture that implements a corporate social responsibility plan, 

values diversity, and inclusion, promotes a healthy work-life balance, values ideas above 

materialistic things, and promotes feedback and personal growth (Alton, 2017). Corporate social 

responsibility is so important to these two generations that it was shown that “70% of Generation 

Y and Generation Z are willing to spend more on brands that support causes they care about and 

are interested in” (Alton, 2017, p. 6). “These two generations hold $2.5 trillion in spending 

power” so companies that make changes to their values to incorporate a corporate social 

responsibility plan will have a better chance of attracting Generation Y and Generation Z (Alton, 

2017, p. 6). Diversity and Inclusion are important to Generation Y and Z because they want to be 

exposed to new things, travel, and experience different cultures. Work-life balance is one of the 

highest sought-after aspects of corporate culture and benefits in the workplace. Generation Y and 
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Z want a healthy work-life balance that promotes health and happiness for their workers (Alton, 

2017). A healthy work-life balance can include a multitude of different accommodations such as 

working from home, flexible hours, vacation time, and accommodations for other specific needs. 

These two generations also want to work in a culture that cultivates and nurtures ideas and 

allows feedback and promotes personal growth. The culture in organizations needs to change 

with the generational shift that we are experiencing in the workplace. Culture is difficult to 

change but is extremely important to evolve with the needs of the workforce.  

Baby Boomer’s corporate culture is very different than that of Generation Y and Z. 

Boomers are motivated by status and prestige, they define success as long work weeks and 

professional accomplishments. Their workaholic ethic is how they show commitment, so when 

they see Generation Y and Z value work-life balance, they see them as showing a lack of 

commitment and poor work ethic (Kane, 2019). Their competitiveness and hierarchal view of the 

workplace is very different from what the new workforce values. Boomers have a difficult time 

adjusting to the flexibility that organizations are trending towards and think that less face time in 

the office means less work is being done (Kane, 2019). The culture prioritized hierarchy, 

structural fairness, individualism, and equal opportunities. The shift to the new idea of corporate 

culture is difficult for Boomers to wrap their heads around and adjust to.  

Generation X workplace culture mimics the Baby Boomers with little change or resistance 

to the ideas and norms that Boomers put forth. Generation X has adapted to the use of 

technology in the workplace but has yet to adapt and change their views to the working culture 

that Generation Y and Generation Z have in mind for the future. Generation X pulls values from 

the Baby Boomers as well as Generation Y. They value hierarchy, hard work, and independence 

but also are intrigued by the increase in technology in the workplace, flexibility, and new ideas 
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(Kuligowski, 2020). Generation X has not made any huge shifts or changes to warrant or demand 

cultural workplace shifts. They will still benefit from the change that the new working 

generations demand.  

Baby Boomer and Generation X were used to a very basic set of benefits offered at 

employment. Federally mandated employee benefits include Social Security and Medicare 

withholdings, unemployment insurance, workers compensation insurance, health insurance that 

pays at least “60% of the total cost of medical services”, disability insurance, and Family and 

Medical Leave Act protections (Employee Benefits, 2021, p. 9). This basic benefit package is not 

sufficient for Generation Y and Z entering the workforce. In a benefit package study, it was 

found that “69% of employees are more likely to stay with an organization that has a good 

benefit package and 68.2% of employees said that they are more likely to take a job at an 

organization that offers a better benefit package” (Sands, 2022, p. 3). While the federally 

mandated benefits provide a basis to start at, that is not considered a worthy benefit package for 

retaining employees. Each organization should create a comprehensive benefit package that 

aligns with its company values while being attractive to the new generations in the workforce. 

Benefits that are valued and sought after by Generation Y and Generation Z are the basics plus 

tuition assistance, mental, physical, and financial employee wellbeing programs, flexibility, 

work-life balance, 401K with company match, and parental benefits (Vantagepoint, 2021). A 

new benefit package that entices the newer generations will help organizations retain employees 

and lower turnover rates as well as attract new hires.  

Purpose of the Research 

 The purpose of this research is to understand why companies need to make a shift in 

benefit packages to incorporate benefits that are attractive and are considered useful to 
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Generation Y and Generation Z. As previously indicated, these generations are beginning to take 

over the workforce. These two generations are extremely different than the Baby Boomers and 

Generation X that occupied the workforce before them. These new generations have expectations 

of the company they work for that go beyond a paycheck.  

 Generational differences or a generation gap is when there is a noticeable difference in 

opinions between one generation and another. This difference of opinions can originate from a 

spark in differences in beliefs, values, politics, culture, and behaviors. The cultural differences in 

the generations can pose issues in the workplace. The generations do not understand each other 

as well due to age, culture, and experiences. A generation gap is generally caused by age 

separation and what the situation of the world is at the time the generation is growing up (Hayes, 

2022). Beliefs, values, and culture are formed by what is seen around the generation. Each 

generation goes through different experiences in their lives, and they develop values and beliefs 

based on what they have experienced.  

The Baby Boomer generation started after World War II when there was an influx of 

babies born. These families bought houses and moved to the suburbs post-war. In this era, the 

husband worked, and the wife was a stay-at-home housekeeper and mother (Barnier, 2021). 

These families lived in a consumer culture, they bought cars, appliances, TVs, and other goods 

with new forms of credit (Barnier, 2021). There was an increase in wages, thriving businesses, 

and an increase in the variety of consumer products available. The Baby Boomer workplace 

culture relied on finding and securing a long-term position at a single company and working your 

way up through the ranks. The Baby Boomers are very hardworking and motivated by position, 

perks, and prestige (Kane, 2019). They are a workaholic generation that defines themselves by 

professional accomplishments and achievements. The Boomers are independent, very goal-
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oriented, career-focused, and extremely competitive in the workplace (Kane, 2019). The Boomer 

generation is very dedicated to the workplace and puts their work at the forefront of their lives. 

The coming generations will realize that there is more to life than jobs and prestige and shift 

their focus.  

Generation X is characterized as being independent. They grew up watching their parents 

work, they were given the space to solve problems for themselves and overcome challenges 

(Kuligowski, 2020). Generation X has a slightly different work-life balance than Boomers in the 

sense that they are not fully dependent and at the heist of their employers, they have a set 

schedule and manage their time around work schedules (Kuligowski, 2020). This differs from 

the Boomer generation because they are characterized as workaholics and spend long hours at 

the office.  Generation X differs from the newer generations in which they are not as interested in 

a set working 9-5 schedule, they prefer higher work flexibility. Generation X was at the forefront 

of the technological advancement stages in the workplace (Kuligowski, 2020). Because of this, 

they are very adaptable and willing to learn. They prefer collaboration in a group setting, and 

enjoy direct feedback, and value experiences, and growth opportunities.  

Generation Y has been named the Millennial Generation. Often this generation has been 

characterized in a negative light by the Baby Boomers as lazy, job jumpers, trophy kids, and 

having unrealistic expectations of working life such as the expectation of flexible work schedules 

(Main, 2017). Generation Y is viewed as being more open-minded and more supportive of equal 

rights, confident, and receptive to new ideas (Main, 2017). This generation can also be tagged as 

the generation me, they have a high focus on themselves and individualism. This generation does 

not know life without the internet and social media and is technologically savvy. Career success 

is not at the forefront of their self-worth but rather the happiness of themselves and their family 
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and friends (Steiner, 2022). They prioritize a good work-life balance, encourage flexibility and 

diversity, immerse themselves in the digital world, encourage personal learning and education, 

and believe employers should be held up to corporate responsibilities (Steiner, 2022).  

Generation Z has a culture that views diversity as normal. This generation is the digital 

natives there is high use of technology in every aspect of the Generation Z’s lives (The Annie E. 

Casey Foundation, 2022). This generation is at the peak of technological innovation, information 

is readily available to them at the click of their phone. The knowledgebase and ability for 

proactive learning at any time is extremely useful. The downside is the possibility to have 

underdeveloped social skills with the abundance of screentime. This generation is driven by 

security and financial growth and overall wellbeing (The Annie E. Casey Foundation, 2022). The 

increase in the digital world for this generation also makes them the loneliest generation. The 

abundance of screentime limits social interactions and increases mental health issues (The Annie 

E. Casey Foundation, 2022). With access to all the information they could ever need, they make 

up a very informed customer base and review products before purchasing (The Annie E. Casey 

Foundation, 2022). Generation Z looks for great work culture. They want to work for employers 

that care about their wellbeing, that values inclusion and diversity, embrace change, and foster 

flexibility, and work-life balance, benefits and perks are just as important as pay (The Annie E. 

Casey Foundation, 2022).  
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(Steiner, 2022) 

 The chart provided helps to differentiate the generational gap between each of the 

generations discussed. It points out what major experiences each generation has had growing up 

that has helped to form their beliefs and values, such as wars, attacks, and economical shifts. It 

shows what the biggest aspiration is for their generation as well as their attitudes towards 

technology and careers. It also shows the signature product or advancement in their generation. 

The chart also shows the form of communication that is preferred for each generation and how 

they deal with financial decisions. This visual helps to understand the differences discussed and 

allows for aid in the understanding of the generational gaps faced in society.  

Significance of the Research 
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 The significance of this research is to explore and provide an understanding as to why 

organizations need to change their benefit packages to retain the newer generations and keep 

them from seeking out companies that offer better opportunities. The culture of the Baby 

Boomers, Generation Y, and Generation Z is widely different. Each culture has different 

expectations in the workplace. The workplace culture of many organizations has yet to catch up 

to the need of the new generations. If workplaces could change and evolve their culture and 

benefit packages, they could have a better retention rate and better understand and relate with the 

employees they are hiring.  

Methodology 

 The primary method of research for this paper will be open-sourced data primarily based 

on internet articles and other secondary existing information. The data will be used to analyze the 

high turnover rates in companies and understand what changes could lower those rates. The 

research analyzed will show that having a high retention rate is paralleled with having benefit 

packages and a workplace culture that aligns with the needs and wants of Generation Y and 

Generation Z that are taking over the workplace. The ideas surfaced within the research will be 

analyzed with how they benefit the newer generations and what how implementing these ideas 

will benefit the entire workplace. It is important to make changes and evolve the workplace to 

match the evolution of needs in the generations emerging in the workforce. The research will 

show that these changes and adjustments will not only increase retention but make the workplace 

more profitable and efficient. Existing research on the benefit packages in the workplace and 

high turnover rates in workplaces will show the demand for change.  
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(Andre, 2022) 

This chart shows why Americans are quitting their current positions. While it encompasses more 

than just Generation Y and Generation X, it is absolutely relevant in showing the significance of 

job-hopping in our country at this time. The top reason is that they want to find an opportunity 

with better compensation and benefits, this shows the employees dedication to ensuring they are 

receiving the benefits they deserve and shows that they are willing to leave their job if an 

opportunity presented itself. Each item in this chart will be discussed in this paper as an 

employee benefit that could assist in retaining dedicated, productive, and happy employees. 

Investing in new and improved benefits, allowing for work-life balance and flexibility, 
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recognizing, and caring for employee’s wellbeing, and improving corporate culture to be more 

inclusive and diverse are all items that a company can improve on to retain employees, lower 

turnover, and avoid high costs associated with replacing employees that have found new 

opportunities.  

Literature Review 

What Benefits are Required?  

 As previously discussed, there are a few basic benefits that employers are required by law 

to provide to their employees. These basic benefits are mandated to provide employees and their 

family basic retirement income, medical care, and to assist in mitigating economic hardship from 

potential loss of work due to disability or workplace injuries (Grove, 2019). Medicare and social 

security contributions are required by law for employees to pay into while they are working to 

receive the benefits later in their lives. Social security benefits allow employees to have an 

income post-retirement, while Medicare contributions provide health insurance to Americans 65 

and older (Grove, 2019). Employers deduct these contributions for their employees through 

payroll. Worker compensation insurance is a required benefit an employer must offer to ensure 

that if an employee suffers an injury or illness as a result or relation to their job that their medical 

care, treatments, and rehabilitation costs are covered as well as paid leave while treatment occurs 

(Grove, 2019). Unemployment insurance is another federally mandated benefit employers must 

provide. If an employee loses their job involuntarily, they will be compensated partial income for 

a short amount of time (Grove, 2019). “Employers are also mandated to provide health insurance 

coverage if they employ 50 or more full-time employees” (Grove, 2019, p. 4). Under the 

Affordable Care Act, the group health insurance offered by the employee must allow coverage 

for eligible dependents. “Affordable health care provided by the company may not come at a cost 
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greater than 9.83% of the employee’s income” (Employee Benefits, 2021, p. 10). For the 

coverage to be considered adequate it must meet a “minimum standard of paying at least 60% of 

the total cost of medical services and the employee should have access to a network of providers 

and specialists” (Employee Benefits, 2021, p 10). Lastly, private-sector employers that employ 

50 or more employees and all public sector employers must provide Family and Medical Leave 

Act Protections for eligible employees (Employee Benefits, 2021). “An eligible employee is an 

employee that has worked for the company for 12 months or longer, worked a minimum of 1,250 

hours before the start of the leave, and works for a company that employs 50 or more workers in 

a 75-mile radius” (Grove, 2019, p. 10). This benefit allows eligible employees to receive job 

security and 12 weeks of unpaid leave for qualifying family and medical scenarios. Qualifying 

scenarios are the birth of a child, caring for a spouse or family member with a medical condition, 

military service, or personal health conditions (Grove, 2019). This short list of required benefits 

does not meet the needs of current employees or future employees. Meeting these obligations as 

an employer is satisfying the bare minimum. Job seekers do not see this short list of benefits and 

get excited about the benefit package. Job seekers want to see benefits that are enticing and show 

that their employer is working to care for their well-being and reward them for their hard work 

and dedication. Organizations need to work to provide a benefit package that attracts job seekers 

and shows current employees that they are appreciated.  

 A current standard benefit package generally covers slightly more than the federally 

mandated employee benefits. A standard benefit package can have a better health care plan that 

pays a higher percentage, options for employees to have Health Savings Account (HAS) and 

Flexible Spending Account (FSA) accounts, life insurance, dental insurance, retirement accounts, 

and paid vacation time. As previously stated, “the health insurance offered by an employer must 
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be affordable and the employer must cover at least 60% of the cost of medical services” 

(Employee Benefits, 2021, p 10). An organization can contribute any percentage higher than that 

based on what is affordable and appropriate for the company, studies have shown that “the 

average company contribution is 82% of the premium” (Griffin, 2017, p. 6). Coverage can vary 

from company to company in a standard benefit package. Another benefit that is not federally 

mandated but is commonly offered as a standard benefit is a form of life insurance. “59% of 

civilian companies and 55% of private companies offered life insurance in a standard benefit 

package” (Griffin, 2017, p. 9). Some companies offer a base package that is free of cost to the 

employee while some offer a shared cost program with the employee that offers a larger payout. 

Dental and vision insurance are often offered to employees but at a higher cost and is not 

federally mandated. Many companies offer some type of retirement account for their employees 

to contribute to, often with a partial company match (Griffin, 2017). 401k accounts and company 

matching can vary from organization to organization based on what the organization is willing to 

contribute. It is up to the company to determine if they want to offer this benefit and if they 

choose to match it and at what percentage. 401ks often also have a vesting period to determine 

how long the employee must stay at the company to receive the company match portion. 

Companies can offer flexible spending accounts and health savings accounts to their employees 

but are not required to. These accounts are included in the standard benefit package at most 

employers and differ in benefit to the employee but are available for use at the employee’s 

discretion. Lastly, companies generally offer some type of paid vacation or sick leave for 

employees. This benefit can vary in time and allotment based on the amount of time the 

employee has working at the company. It is at the company’s discretion to offer what they 

believe is fair, in most organizations two weeks is the standard allotment (Griffin, 2017). This 
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standard benefit package for employees may have been attractive and seemed generous to Baby 

Boomers and Generation X but the newer generations such as Generation Y and Generation Z 

want more from the organizations they work for and are willing to find a company that will offer 

them more attractive benefits. There are many additions and changes that can be made to make 

organizations benefit package more attractive and cut down turnover rates.  

 As companies have shifted from a pension plan to a 401k plan there are differing 

opinions on a company match. Employees want to find a high company match that will allow 

them to save the most for retirement. If they are not receiving a high company match, they may 

make other investments on their own to grow their savings for retirement. For retention purposes 

and if the organization can afford it, matching 100% up to a certain percentage point is beneficial 

for employees. “Citigroup Inc. offers a 100% company match of the employee’s first 6% of 401k 

contributions” (Olson, 2021, p. 5). This is a fantastic 401k benefit and is great for retirement 

planning. Citigroup allows employees to be fully vested right away. While this is great for 

employees, it leaves little incentive for retainment. Companies that off a generous 401k 

contribution could adopt a vesting schedule that would promote retention. A vesting program 

that allows for a percentage vested after each year will give a higher incentive for employees to 

stay with their employer to receive their fully vested 401k if and when they choose to leave the 

company.  

 Generation Y and Generation Z look beyond just salaries and promotions and have 

realized that their long-term success is dependent on an educational foundation (Lobell, 2021). 

Offering tuition assistance or tuition reimbursement as a benefit that would allow employees to 

further their education, help employees not drown in student debt, and in turn help the company 

by increasing their knowledgebase. Amazon covers 100% of college tuition costs for their hourly 
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employees and Target and Walmart have similar tuition coverage for associate and 

undergraduate degrees (Lobell, 2021). The newer generations want to see a pathway for 

advancement and working for an organization that will reimburse them for furthering their 

education in their field is very attractive. Tuition reimbursement and assistance satisfy an 

immediate need for Generation Y and Generation Z. A survey conducted concluded that “half of 

Generation Y expects their employer to pay for continued education or offer tuition assistance” 

(Klawitter, 2021, p. 1). As education costs increase and student loan debt increases tuition 

assistance and reimbursement is offered more frequently as a benefit from employers. Tuition 

reimbursement and assistance are seen as an investment in employees. A company showing their 

willingness to invest in their employees attracts talent and aids in recruitment. Amongst the 

many benefits and attractiveness of tuition assistance for employees, there are many benefits to 

the employer for offering this. Employers can get tax breaks on money used to pay for employee 

tuition, if the company meets federal guidelines, “they can deduct $5,250 per employee in tuition 

reimbursements” (Klawitter, 2021, p. 7). This benefit ends up being cost-effective for employers 

and benefits the employee. Tuition reimbursement promotes retention for employees. Employees 

who utilize this benefit end up feeling a sense of loyalty to the company which allow for higher 

motivation. Tuition reimbursement can also increase retention because the company can 

implement stipulations regarding the time of service regarding how much the company puts 

towards the employee education. Recruitment cost can be mitigated for companies that offer 

tuition reimbursement because employees that are offered tuition reimbursement reduces 

turnover (Klawitter, 2021). Investing in current employee education encourages employees to 

stay with the company longer and reduces the cost of hiring and training new employees. Lastly, 
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tuition reimbursement and educational assistance programs attract new job seekers and show that 

the company values its employees.  

 When Generation Y and Generation Z were asked what they look for most in an 

employer the most popular answer was that they want to work for an organization that cares 

about their wellbeing (O’Boyle, 2021). This was really realized and brought to employers’ 

attention during 2020 and the most recent years. If the employees that make up the organization 

are not healthy physically and mentally the organization cannot thrive.  

 

(O’Boyle, 2021) 

This chart shows the top three things that each generation views as what is most important in an 

employer to them. Generation Y and Generation Z both agree that the organization caring about 
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their well-being is the most important aspect of an organization they want to work for. 

Generation X and Baby Boomer’s number one request of employers is that the organization’s 

leadership is ethical. That is a very valid statement and the younger generations value that as 

number two. The organization’s ability and willingness to care about their employee’s well-

being has been among the top three for each generation. Although with the generations changing 

and the state of the world during each generation this may look a little differently. Four elements 

of well-being have been identified, emotional, social, financial, and physical (O’Boyle, 2021). 

These elements intertwine and influence each other so ensuring that the employee is thriving and 

supported in all elements ensures employee well-being and performance. Organizations that offer 

their employees tools and programs to achieve success in these aspects of well-being have higher 

levels of employee engagement, improved revenue, greater customer satisfaction, and fewer 

safety incidents (Antonelli & O’Shea, 2020). Many employers previously offered a physical 

well-being program through gym memberships or reimbursement for fitness journeys. With the 

generational focus on overall well-being the employers are needing to offer a more 

comprehensive approach to overall well-being and incorporate not only physical well-being but 

financial, emotional, and social wellbeing as well. Committing to a comprehensive well-being 

approach shows employees that the organization cares about them and is committed to investing 

in their future. Employees who benefit from well-being plans are thriving physically, they feel 

financially secure, are balanced emotionally, and have social connections that make them more 

engaged and productive (Antonelli & O’Shea, 2020). Having a workplace culture that focuses on 

overall well-being is a competitive advantage amongst other employers and will attract the newer 

generations for recruiting and retainment.  
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 To support and foster the physical wellbeing aspect employers are moving past just 

offering physical activity programs and are offering programs that target the prevention of 

clinical conditions such as behavioral health, diabetes, cancer, and other specific conditions 

(Antonelli & O’Shea, 2020). Offering assistance to prevent disease or illnesses will help 

employees with their physical health. Other physical health aspects that employers are focusing 

on are encouraging healthy eating habits by offering nutrition programs and seminars as well as 

promoting good sleep by offering apps and programs that teach relaxation and sleep support 

(Antonelli & O’Shea, 2020). These tools will allow the employee to utilize the programs that 

will benefit their lives in the greatest way to allow for them to be more productive and physically 

healthy. 

 Emotional well-being is an aspect of overall well-being that will directly affect the 

employee’s ability to do their job. Mental health is a very new and evolving study in the 

workplace and amongst the newer generations. To improve emotional health employers are 

moving to train managers to identify workplace issues that are affecting employees’ well-being 

(Antonelli & O’Shea, 2020). Employers are providing training and coaching skills to their 

managers, so they can identify emotional health issues in the workplace, stress and stress 

indicators, and life events that impact performance (Antonelli & O’Shea, 2020). When they 

detect such issues, they will be trained to aid the employees to help them achieve emotional well-

being. Stress is a big factor in most workplaces, and the employer needs to detect stressors and 

proactively address the issues to prevent them from evolving into clinical conditions (Antonelli 

& O’Shea, 2020). The goal for employers is to have an organization-wide emotional and mental 

health strategy, training for detection and stress management, and a redesigned employee 

assistance program that will better address the employee emotional and mental wellbeing 
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(Antonelli & O’Shea, 2020). Having a well-rounded and managed emotional well-being will 

allow employees to be more productive and happier in their personal and professional lives. 

Teaching them to manage and detect stressors in their lives will give them the tools necessary to 

understand and manage their stress and know when they need to reach out for help. Emotional 

and mental health is an important topic for Generation Y and Generation Z, this contributes to 

their overall happiness and productivity levels.  

 Employee’s financial well-being can be a huge stressor in their personal life. Today’s 

workforce often faces financial stress caused by high health care costs, student loans, consumer 

debt, and retirement preparation (Antonelli & O’Shea, 2020). Companies can begin to measure 

the financial stress in the workplace by tracking human resource data to see if employees are 

taking out extra loans, having hardships, or opting out of 401k plans to save money immediately 

(Antonelli & O’Shea, 2020). By tracking and measuring data like this the employer can decide 

what types of financial assistance they can offer to their employees and what would benefit them. 

Decision support is a huge financial tool that organizations can offer; this is one-on-one financial 

counseling that helps employees make short-term financial decisions. They also can offer debt 

management tools and programs that collaborate with employees to determine a good budget that 

incorporates debt payoff, helps set long-term goals, and aids in smart borrowing and saving tools 

(Antonelli & O’Shea, 2020). Offering financial counseling and programs that promote good 

financial health will increase employees’ financial well-being, allowing them to experience less 

stress in the workplace. Setting employees up for financial success is an important aspect of 

caring about the employee’s overall well-being. Generation Y and Generation Z have a different 

financial profile than Generation X and the Baby Boomer Generations did, so promoting 

financial well-being is helpful and necessary with these generations.  
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 Social well-being is also an aspect of overall wellbeing that can benefit from being 

addressed in the workplace. Social well-being involves being connected in the workplace and 

community, collaborating with others, being inclusive, and accepting diversity (Antonelli & 

O’Shea, 2020). To support social well-being companies are focusing on three areas: corporate 

social responsibility, inclusion and diversity, and workforce data and analytics (Antonelli & 

O’Shea, 2020). Working to enhance corporate social responsibility in the workplace shows that 

the organization is committed to being part of the larger community and shows its commitment 

to society. An organization that focuses on inclusion and diversity and encourages its employees 

to do the same will be more successful in areas such as teamwork. Diversity and inclusion 

programs help employees to get involved and come out of their comfort zones to support each 

other in the workplace. Diversity and inclusion are extremely important to Generation Y and 

Generation Z in the workplace. Diversity and inclusion promote a sense of belonging to the 

organization and allow employees to feel comfortable in their work environment (Antonelli & 

O’Shea, 2020). Promoting an inclusive work environment will help employees feel integrated in 

their teams and not excluded from social activities. Workforce data and analytics will allow the 

employer to track diversity numbers and allows for information to be analyzed to promote a 

strategy that will increase diversity and inclusion in the workplace (Antonelli & O’Shea, 2020). 

Implementing social well-being in an employment environment will allow for meaningful social 

connections and an inclusive culture that will increase productivity and networking.  

 The focus on increasing health culture in the emotional, financial, physical, and social 

well-being aspects encourages employees to live healthier lives which in turn allows them to 

thrive in a work environment. Giving employees the tools, they need to succeed in an and overall 

well-being lifestyle shows the employers dedication to their needs and a commitment to their 
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success. “Improving health culture is set to be a priority in the next three years” (Antonelli & 

O’Shea, 2020, p. 21). Prioritizing employee programs that promote overall wellbeing in these 

four areas will increase employee satisfaction with their employer, overall productivity, as well 

as decrease turnover rates because employees will be happier and feel more fulfilled in their job. 

Incentivizing the benefits overall wellbeing will encourage employers to implement these 

programs to aid their employees in success.  

 The normal work week for Americans during much of the Traditionalists, Baby Boomer, 

and Generation X was a 40-hour week. It was always assumed that a full-time job meant 

working 40 hours per week. The 40-hour work week began in the 19th century when the labor 

groups were fighting for better working conditions (Nelson, 2022). Times have changed and 

studies have shown that when 40 hours is normal, many workers work beyond that, and 

productivity is decreased (Nelson, 2022). During a survey conducted by Gallup of 1,200 adults, 

“more than 50% of adult workers worked more than 40 hours at their full-time job” (Nelson, 

2022, p. 4). These extra hours become counterproductive, and “productivity decreases to zero 

when work increases to 55 hours” (Nelson, 2022, p. 5). So, the notion and idea that the more 

hours work the more productivity achieved is false. “Fatigue, stress, accidents, errors, and 

sickness occur when employees work more than 50 hours causing negative gains” (Nelson, 2022, 

p. 5). Working more also has negative effects on health and wellbeing, cardiovascular risks, 

depression, alcohol and tobacco abuse, relationship problems, burnout, and increased stress are 

all problems that occur when employees are worked too hard.  

 To combat these issues caused by employees being overworked Generation Y and 

Generation Z have focused on flexibility at work. Flexible work schedules encourage employees 

to be more productive in a shorter amount of time. Offering a four-day work week and flexible 
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working schedules allow employees to feel more in control of their work life and leads to less 

stress and higher happiness levels (Nelson, 2022). Generation Y and Generation Z are starting to 

flock toward jobs and companies that offer flexible work schedules. When companies offer a 

flexible work schedule to employees it tends to be more of an agreement between the employer 

and employee that they can choose where they work from, a schedule that suits them and can get 

their work done in a schedule that works for them (Howington, 2022). Allowing employees to 

have control over their own schedule will not only lead to a happier and more committed 

employee but will benefit the organization as well. Flexible work schedules improve employee 

retention because employees feel valued and have the time, they need to balance their home lives 

with their working schedules (Howington, 2022). A survey conducted in 2018 shows that “80% 

of workers would choose a job with a flexible schedule over a traditional work schedule and 30% 

said they value a flexible work schedule over additional vacation time” (Howington, 2022, p, 9). 

Employees will even consider lower pay for the ability to have a flexible job position. Flexible 

positions are so popular amongst Generation Y and Generation Z that “80% of workers said they 

would be more loyal to a company if they had this benefit in the workplace” (Howington, 2022, 

p. 12). The majority of the new working generations are negotiating flexible working schedules 

before accepting positions at organizations while others are hunting for jobs that offer flexible 

working schedules. Flexible work schedules attract top talent and improve diversity in the 

workplace (Howington, 2022). Flexible working schedules benefit the company just as much as 

it benefits the employees so attracting top talent that is searching for flexibility is an added 

bonus. Flexibility shows a company’s trust in their employee and makes them feel more valued 

which increases productivity for the organization. Employers that say they will not allow for 

flexible schedules generally have the idea that they need to keep a close eye on their employees 
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to ensure they are being productive (Howington, 2022). However, flexibility in the workplace 

actually increases productivity because the employees do not have to deal with workplace 

distractions and are more comfortable in their own environment. Flexibility also increases 

employee engagement, the employee understands their role and how they contribute to the 

company, feel empowered and respected, and that their employer has a high level of trust in them 

to do their job (Howington, 2022). Engaged employees miss fewer days of work, are less likely 

to quit and contribute to turnover, and have improved career longevity (Howington, 2022). 

Lastly, flexibility is a cost-effective and ecofriendly choice for employers. The employees save 

time and money on gas and travel time while the employers save money on overhead costs. 

Cutting down on commute time for employees and saving money on employer overhead also 

lowers the carbon footprint that the company is leaving behind. This makes a large impact on the 

health of the environment that Generation Y and Generation Z have a passion for contributing to. 

With the changing world we can implement flexibility and work smarter and embrace this 

change to benefit both the employee and employer.  

 Work-life balance is a concept that relates to the ability to manage one’s professional and 

personal life in a rewarding and prioritized way. Work-like balance is not defined in hours or 

time at work versus time present at home, it is better defined as fluid and will not be the same set 

time each day. For each individual and each day, this may vary significantly. Some days one 

might need to put more energy into their work life to complete a task or hit a deadline, while 

some days they may need to be more present in their home life to ensure that they are not 

running into high stress and are able to meet their personal and familial needs. There is no one 

size fits all for work-life balance. Finding a balance between professional and personal 

achievement and enjoyment is the goal. Traditionalists, Baby Boomers, and Generation X in 
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most job positions and companies followed a pretty set schedule, generally 9-5 5 days a week or 

somewhere in that vicinity, and then stopped working and “checked out” after 5 pm. A normal 

working professional in the past would start their workday with a commute to the office and 

begin working and then commute home at the end of the workday and would at that point be 

essentially not available to work until they returned the next morning because they did not have 

the capacity to do so. With today’s technology and the idea of work has shifted. Advancements 

in technology has now made working individuals available at all times and mobile 

communication has changed how we work; work is no longer just a location it is a space. In our 

world today working individuals are more tempted to be “on” or available during their off-hours 

(Jenkins, 2018). Generation Y and Generation Z are never offline and tend to view work as 

always available, they do not turn off at 5 pm and do not think about work until the next day. 

This practice of always being on poses a question of work-life balance and what is expected from 

the employee and employer. The lifestyle of Generation Y and Generation Z fits more of work-

life integration rather than splitting hours between the two. The always-on approach that these 

generations encompass means they generally have everything they need to do their job at their 

fingertips. They are answering emails in the morning before they even get out of bed and on the 

weekends, going to the gym in the middle of the day, picking up their kids, going to meetings, or 

finishing projects at night. The ease of working outside of the office and allowing for balance 

and flexibility is successful for both the employee and the employer. The employer expects the 

employee to complete their work, meet deadlines, and bring value to the company. Who said that 

the only way to accomplish this was to be in an office from 9-5, 5 days a week? The technology 

and drive that Generation Y and Generation Z have access to give them the ability to accomplish 

everything they need for the job in a shorter time frame and from the comfort and convenience of 
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their home. When these generations express their need for work-life balance they are not saying 

they want to work less, they are saying that they want to work differently and with more 

flexibility so that they are able to accomplish professional goals as well as enjoy their life and 

maximize their personal goals. This is the digital generation and employers need to evolve to 

meet the needs of Generation Y and Generation Z.  

 Parental leave is a benefit regulated under FMLA and sets the bare minimum allowance 

for protected leave if the employee meets certain criteria (Lesonsky, 2020). “FMLA states that 

employers with 50 or more employees must provide eligible employees 12 weeks of unpaid 

leave each year for the birth of a child or the adoption of a child” (Lesonsky, 2020, p. 3). “An 

eligible employee must have worked for the employer for 12 months and have worked at least 

1,250 hours in those 12 months” (Lesonsky, 2020, p. 3). This bare minimum law is lacking and 

should be revised, or companies should step up and offer parental leave to their employees as an 

added benefit that is superior to these bare minimum expectations. Generation Y and Generation 

Z are taking over the workplace and starting families at the same time, they are likely to pick an 

employer that offers a better parental leave over one that just follows the bare minimum FMLA 

standards.  The United States is the only country among 41 nations surveyed that does not have a 

mandated paid parental leave for new parents (Lesonsky, 2020, p. 4). With the covered FMLA 

unpaid leave, many new parents must return to work before the end of the 12 weeks because they 

are unable to afford to live without a paycheck. Having to choose between a paycheck and 

recovering from childbirth and caring for a newborn is an extremely difficult reality for some 

working families. “40% of companies in the United States are now offering paid parental leave 

for new parents”, while this percentage has increased, there is room for growth and enhancement 

of the parental leave benefit companies offer (Lesonsky, 2020, p. 12). The United States falls 
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significantly behind in the realm of parental leave when compared to other countries around the 

world (Francis, Cheung, and Berger, 2021). It has been proven that paid time off for new parents 

allows for the improvement of parent and child wellbeing, recovery, and successfully 

transitioning into parenthood when they are guaranteed job protection and income protection 

(Francis, Cheung, and Berger, 2021). Some companies have decided to make paid parental leave 

part of their benefit package and pitch to new hires. Amazon is among the top 10 companies in 

the United States that offer new parents paid leave following the birth of a child. “Amazon offers 

six weeks of paid paternity leave for new dads and 20 weeks paid leave for new moms” 

(Cavanagh, 2020, p. 1). Another added bonus to new mothers that Amazon offers is a transition 

back into the workplace by allowing new moms coming off of maternity leave to spend their 

transition weeks working from home or reducing work hours to help mom and baby transition. 

This extremely generous parental leave plan is great for an American company but still falls very 

far behind when being compared to other country’s mandated plans. If companies were able to 

offer paid parental leave as an employment benefit, they would retain and attract great 

employees. This benefit will help with retention by increasing Generation Y and Generation Z’s 

commitment to the company during their transition into family life.  

Theoretical Framework 

 The benefit additions and enhancements discussed above may be costly to the employer 

as well as difficult to fit into a budget and benefit plans already in place. When discussing the 

matter of adding benefits and increasing benefits for existing employees it is important to 

consider the investment being made in human capital. As previously mentioned, “turnover costs 

are estimated to cost the United States economy $30.5 billion annually” (Adkins, 2019, p. 2). 

This cost is huge and is not the only thing companies are sacrificing when they are not making 
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adjustments and working to fix the high turnover rates. High turnover costs the employer money 

in hiring, training, productivity, time, and culture suffers. Investing in human capital and striving 

for a stable, enjoyable, and rewarding workplace is not only a nice goal to have but it will 

increase productivity and commitment while lowering employer costs and lowering turnover 

rates. “It costs an employer one-fifth of the employee’s salary to replace them” (Boushey and 

Glynn, 2012, p, 2). Instead of spending that money replacing an employee, slowing down 

productivity to train that employee, and integrating them into company culture why not use that 

one-fifth of the employee’s salary and reinvest it into enhancing employee benefits to promote 

retention. With the high job-hopping rates among Generation Y and Generation Z companies are 

experiencing very high costs associated with turnover as well as significant productivity issues 

while bringing new employees up to speed. Implementing employee benefits that will increase 

retention rates will allow companies to keep talented employees. 

 The direct costs that the employer faces are the costs of separating the employee such as 

exit interviews, severance pay, and unemployment taxes. There are also costs that come from 

covering the employee’s work while a replacement employee is being recruited, this may be 

paying overtime to current employees. Costs associated with replacing the employee could be 

advertising on job boards, screening processes, physicals, or drug tests for applicants when 

necessary, interviewing selection costs, verifications, background checks, testing, hiring bonuses, 

and relocation costs. Additional direct costs are the orientation, training courses, certifications, 

uniforms, and informational costs (Boushey and Glynn, 2012). These direct costs and time usage 

can all be avoided by reducing turnover and retaining employees. Some secondary costs 

associated with turnover are lost productivity, lost quality, and errors while the new employee is 

training, loss of morale and confidence in the employer, lost clients, and lost knowledge and skill 
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from the employee leaving (Boushey and Glynn, 2012). The extreme costs associated with high 

turnover are a never-ending cycle with the high turnover rates amongst Generation Y and 

Generation Z. These costs can be mitigated by investing in the employee benefit additions and 

enhancements discussed above. Making changes to benefit packages for employees shows them 

the employer is committed to retention and their overall well-being. 

 Generation Y and Generation Z have expressed that they want to work for an employer 

that cares about their well-being. “Happy employees are proven to be 20% more productive than 

unhappy employees (Preston, 2017, p. 2). Happiness and well-being in a workplace are crucial 

for productivity and a positive culture. Keeping employees engaged and ensuring that they feel 

valued in the workplace has a positive impact of employee morale and encourages a healthy 

work environment. Employees can feel valued by receiving employment benefits that are 

important to them and having their needs met. Employee wellbeing is an essential benefit and 

investment in productivity.  

Secondary Data Analysis 

 Employee benefit packages are directly related to employee retention and turnover rates. 

Employees amongst Generation Y and Generation Z that are dissatisfied with their benefit 

packages are more likely to search for opportunities with other employers that offer a benefit 

package more tailored to their wants and needs. With the high cost of replacing employees, it is 

more cost-efficient to adjust the employee benefit package to include the points discussed above 

that attract and retain employees in Generation Y and Generation Z. Many large companies are 

altering their benefit packages and seeing retention rates rise. The cost to add benefits that the 

newer generations value supports investment in human capital instead of constantly spending 

money training new employees.  
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 Amazon is one of the top companies that offer a comprehensive benefit package that is 

inclusive and tailors to Generation Y and Generation Z’s expectations. Amazon offers a flexible 

health insurance plan that covers employees and their families with options to choose the 

coverage that fits the employee’s lifestyle and needs (Amazons Global Career Site, 2022). 

Amazon also offers financial security for their employees including a 401k with company match, 

company-paid life insurance, accidental death, and dismemberment insurance, as well as short- 

and long-term disability, and stock options (Amazon Global Career Site, 2022). Amazon cares 

about their employee’s financial situation and overall well-being so along with outstanding 

financial security they also offer financial counseling and advice to ensure that their employee 

have a healthy financial situation. Amazon cares heavily about family benefits, there are many 

perks and assistance that Amazon offers their employees with children. They offer a generous, 

paid parental leave of 20 weeks (Amazons Global Career Site, 2022). After parental leave, they 

offer a smooth return to work process called “Ramp Back” that allows for the parents to make 

the transition back into the workplace slowly to ensure success. Adoption assistance for families 

is also a great way that Amazon shows they are committed to supporting employees’ families. 

Employees that are adopting can receive monetary assistance to help ease the burden of legal 

fees and other fees associated with domestic and international adoption. They also can take 

parental leave to focus on the transition into parenthood. They also offer employees infertility 

coverage and treatment for employees needing assistance with starting a family. Amazon cares 

about their employee’s mental and physical well-being as well as offering gym and wellness 

programs and counseling and therapy resources to ensure they have the support necessary to live 

a well-rounded life. A generous paid time off schedule is allocated at “five weeks per year for 

full-time employees” (Amazon Global Career Site, 2022, p. 10). Amazon also offers an 
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employee career choice program that allows employees to further their education. This program 

assists the employee with costs such as tuition, textbooks, and other education associated costs 

for in demand career fields (Amazon Global Career Site, 2022). Another benefit that Amazon 

offers that Generation Y and Generation Z have put at the forefront of importance as they search 

for new opportunities is flexibility and work-life balance. For employees that have positions that 

can be remote the flexibility is easy to accommodate. Working remotely and with flexible hours 

is determined on a team-by-team basis at Amazon. For warehouse employees in some locations, 

they have implemented an “anytime shift” (Amazon, 2022). Anytime shift allows workers to log 

into an app and control when they work, they can choose different shifts and build their schedule 

to allow for flexibility and gives them the ability to change up when they work and for how long. 

This is a huge stride for jobs that cannot be done remotely and allows for those employees to still 

feel like they have flexibility and balance. Along with these progressive benefits, Amazon also 

offers a diverse and inclusive work environment for its employees. They value a positive and 

energetic culture that allows for the free flow of ideas. These benefits at Amazon that are 

constantly evolving and changing with the needs of the market are putting Amazon as a company 

that has a higher retention rate than others in similar industries.  

 Facebook is another large tech company that offers competitive benefits that increase 

employees’ willingness and encourages retention. Facebook offers mental health coverage that 

shows its commitment to employee well-being and extends this coverage to employees’ families 

as well (Kamau, 2022). The extension of this benefit to family members of employees goes 

above and beyond the standard of employee wellbeing. Having family members that struggle 

with mental health can put stress on an employee and that stress can deter them from being 

productive employees. Facebook offers parental leave at 20 weeks paid for the birth of a child or 
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adoption as well as a $4,000 bonus to assist with expenses during the transition into parenthood 

(Kamau, 2022). Facebook offers access to on and off-site wellness centers that include 

acupuncture, dental, vision, physical therapy, wellness coaching and programs, and psychiatry 

(Kamau, 2022). Another added benefit is legal assistance, if an employee needs legal advice or 

representation for themselves or a family member, they can obtain legal support from Hyatt 

Legal as an employee benefit (Kamau, 2022). Employees can also have access to “$250 in 

monthly Facebook business ads” as well as mobile phone discounts, fitness center discounts, 

smartwatch discounts, and other wellness accessory discounts (Kamau, 2022, p. 14). These 

nontraditional benefits are helpful in maintaining employee wellbeing and showing employees 

that they are valued. Another nontraditional benefit for employees is Facebook’s Cancer Care 

program. Facebook has partnered with City of Hope and Health Design Plus to give employees 

diagnosed with cancer access to top cancer programs in the United States (Kamau, 2022). This 

extraordinary benefit comes at no cost to the employee and offers coverage from diagnosis, 

evaluations, referrals, transportation, and follow-up support for up to 12 months (Kamau, 2022). 

For the flexibility and work-life balance benefit of working for Facebook Generation Y and 

Generation Z look for they can expect health accommodations including remote work, sick days, 

mental health days, paid holidays, flexible schedules, generous paid time off for vacations, and a 

30-day paid sabbatical every five years (Kamau, 2022). The ability to have a flexible work-life 

balance for Generation Y and Generation Z is extremely important when discussing happiness 

and commitment to an employer. The 30-day sabbatical is an extremely sought-after benefit that 

allows for a mental recharge every few years. This encourages employees to put their health and 

mental wellness first and take well-deserved breaks to decompress and mentally remotivate 

themselves. “Facebook offers fantastic benefits that encourage employee retention and has an 
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extremely low turnover rate at 5%” (Eira, 2022, p. 12). This low turnover rate proves that 

investing in benefits that increase employee satisfaction pays off. 

Conclusion 

When “73% of employees are open to new career opportunities” because they are 

dissatisfied with their current job, there is clearly a problem to be solved (Andre, 2022, p. 10). To 

prevent high turnover and retain employees the employer must analyze what they are offering 

and what the employee wants. “78% of the reasons employees quit their positions could be 

addressed and prevented by the employer” (Andre, 2022, p. 12). Having an employer that is 

engaged and understands the needs of the employees is paramount to offering baseline benefits 

and hoping for quality workers and high productivity. The workforce takeover of Generation Y 

and Generation Z demands change and a significant overhaul of employee benefits and working 

culture.  

Companies that invest in positive change to accommodate Generation Y and Generation 

Z are striving to create opportunities and a work environment that is desirable. Offering benefits 

to employees that are personalized to their needs such as work-life balance, flexibility, mental, 

physical, and financial wellbeing, tuition assistance, and progressive health care will show 

employees that their organization cares about them. Along with lowering turnover, investing in 

changing employee benefits will increase employee morale, increase productivity, be more cost-

effective, and improve corporate culture. These changes are a way to show that the employer 

values their employees and listens to their concerns. Generation Y and Generation Z have 

changed the everyday culture of the world we live in, so it is only natural to change the 

workplace to fit the needs of the new wave of job seekers. Evolving work culture and 
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implementing personalized benefits to fit Generation Y and Generation Z is not only necessary it 

is a crucial strategic human resource strategy to lower turnover and increase retention rates.  
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