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Looking back to the 1960s, 37 percent of households 
included a married couple raising their own children. 
Today, the figure has declined to only 16 percent of 
households.

 •  Americans are delaying marriage, waiting longer 
to have children, and having fewer children. 

 •   Women of childbearing years are putting off 
having children until later in life, when it becomes 
more difficult to conceive.

 •  An increasing number of births are happening 
outside marriage. According to the U.N. 
Population Fund annual report, 40 percent of all 
births in the U.S. now occur outside of wedlock, 
up from 10 percent in 1970. And, these births 
are predominantly with unmarried couples living 
together.

 •  Families are more diverse. Pew Research 
estimates that fewer than half of American 
children currently live in traditional two-parent 
families. This can be attributed to the rise of single 
parenthood as well as same-sex parenting.

These changes are also having a significant impact on 
how employers attract and retain talent, forcing them to 
find benefits that cater to a wider range of needs  
and expectations.

The Youngest Generations are Driving  
Change in Benefits

Millennials (born 1981-1996) and Generation Z  
(born 1997-2012), the two youngest generations, 
together comprise 40 percent of the employee 
population and their numbers are rising. When you 
examine the circumstances in which they were raised 
including; exploding student debt, significant economic 
instability, and a tech-driven, mobile-oriented society, 
employers are finding that what used to attract talent  
is not what attracts talent today.

Employers continue to focus on the wants and needs 
of Millennials, but a decade after Millennials have been 
top-of-mind for employers, some forward-thinking 
companies are starting to look ahead to Generation Z, a 
cohort that will have an entirely new set of expectations 
and values. Gen Z will force employers to continue 
to change how they recruit, retain and engage their 
employees.

Regardless of their differences and similarities, as 
Millennial and Generation Z employees grow older and 
become a greater percentage of the U.S. workforce, 
they’ll put significant pressure on benefits costs in three 
distinct ways:

 •  Opting for family benefits 

 •   Increased enrollment in employee plans

 • Choosing better, more personally tailored benefits

Let’s look at how each of the youngest generations 
is reshuffling the benefits landscape for employers, 
and what employers need to do to attract, retain and 
engage younger talent.

Today, only 16% of 
households have a  
married couple and  
children.

16%

THE  
AMERICAN

is evolving, signaling 
cultural and economic 
shifts that are here to stay.

http://www.pewresearch.org/fact-tank/2014/04/30/5-facts-about-the-modern-american-family/
http://www.millennialmarketing.com/2018/01/changing-family-structures-and-gen-zs-influence-at-home/
https://www.bloomberg.com/news/articles/2018-10-17/almost-half-of-u-s-births-happen-outside-marriage-signaling-cultural-shift
http://www.pewsocialtrends.org/2015/12/17/1-the-american-family-today/
https://www.benefitspro.com/2018/07/06/3-ways-millennials-and-gen-z-will-put-pressure-on/?slreturn=20190115170535
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Anyone born between 1981 and 1996 (ages 22 to 37 
in 2019) is considered a Millennial. As a whole, they 
currently comprise one-third of today’s workforce and 
come with expectations and challenges of which they 
expect their employers to address and help remedy.

Because their behaviors have been shaped by major 
financial concerns, including a serious recession and 
burdensome student debt, Millennials are far more 
interested than older generations, in a broad spectrum 
of employee benefits that support their desired lifestyle, 
provide assistance financially, and protect them from 
various life risks.

Some of these challenges include:

 •  Infertility issues – Millennial women who wait  
until later in life to have children face the prospect  
of infertility, which increases significantly after  
age 35. The high cost of fertility preservation,  
such as egg freezing, and infertility treatments, 
such as in-vitro fertilization (IVF), exacerbates 
the financial bind some Millennial women find 
themselves in.  Research shows that 68 percent of 
Millennials take coverage for fertility preservation 
such as egg freezing, as well as infertility coverage, 
into consideration when choosing an employer.  
In fact, some findings show that Millennials would 
accept fertility coverage over a higher salary given 
the two options. 

 •   Child care costs are rising as demand for day care 
and other similar services increase. In fact, in about 
20 states, average annual child care costs exceed  
the cost of housing.

 •  The cost of having children today has increased,  
and many younger workers struggle with stagnant  
or lower wages that leave them less equipped to 
cope with these rising costs.

More employers are finding that offering comprehensive 
family benefits that include fertility, infertility, pregnancy, 
maternity, return-to-work and parenting assistance, 
not only help them attract and retain Millennial talent, 

but also help their company stand out from the rest. 
Family-building benefits have a powerful impact on talent 
retention. In fact, recruiting and retaining employees was 
the reason, voiced by one-third of employers, for boosting 
their benefits package, according to an annual benefits 
survey by the Society of Human Resources Management 
(SHRM). And, according to Pentegra, a whopping  
97 percent of Millennials say that a company’s benefits 
package is a major factor when considering a job. As one 
Millennial commented, “Benefits should be considered just 
as much as salary. While they may not seem important 
now, they will be.”

Currently, 77 percent of Millennial employees are ACA 
(Affordable Care Act) eligible for benefits. Of those,  
68 percent are enrolling in employee-sponsored coverage.  
Only 30 percent of eligible Millennials are currently enrolled 
in family coverage (compared to 55 percent of Gen X). 
However, as Millennials age, more employees in this 
generation will opt for family coverage.

Employers understand that benefits impact retention, but 
only if their employees take advantage of enrolling in them.  
So, employers need to design benefit offerings that have 
the most appeal to Millennial prospects and employees in 
order to successfully attract and retain talent. 

Recently, the Millennial generation has started to undergo 
a dramatic shift. They are no longer the youngest 
generation in the workplace and are starting to mature 
into older and high-ranking professionals who will most 
likely drive a bigger push for family benefits and incentives 
such as diversity and inclusion programs. And, they are 
starting to make way for Generation Z.

MILLENNIALS

Millennials that want to start  
and raise a family today, face more 
challenges than their parents or 
grandparents faced in the past.

“Benefits should be considered just as much as 
salary. While they may not seem important now, 
they will be.” 

http://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/
https://www.winfertility.com/blog/fertility-benefits-offering-managed-fertility-benefits-employees-can-boost-bottom-line/
https://www.washingtonpost.com/news/get-there/wp/2015/04/29/the-catch-22-many-millennial-parents-face/?noredirect=on&utm_term=.ebf562cdbbe4
https://www.winfertility.com/blog/fertility-benefits-offering-managed-fertility-benefits-employees-can-boost-bottom-line/
https://www.pentegra.com/current-thinking/uncategorized/pentegras-survey-millennials-approach-new-jobs-reveals-mostly-positives/
https://www.benefitspro.com/2018/08/24/3-ways-millennials-gen-z-will-pressure-benefit-cos/
https://www.benefitspro.com/2018/08/24/3-ways-millennials-gen-z-will-pressure-benefit-cos/
https://www.benefitspro.com/2018/08/24/3-ways-millennials-gen-z-will-pressure-benefit-cos/
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Generation Z (defined as people born between the mid-
1990s and the early 2000s) will comprise 32 percent 
of the U.S. population in 2019 and nearly 25 percent 
of the workforce in the next two years , making them a 
larger cohort than Baby Boomers or Millennials. Given 
they are the largest generation to date, they will have 
an effect on the future of the workplace that no previous 
generation has had before. 

Whether or not Gen Z will cause as much disruption 
in the workplace as Millennials have remains to be 
seen. But one thing is certain: they will have different 
expectations, preferences and work perspectives that 
will challenge many existing organizations.

Gen Zs have grown up during a time that experienced 
the greatest economic instability since the Great 
Depression, when many of them likely had at least 
one parent who lost their job. This coming of age has 
significantly impacted their pragmatic world view, focus 
on being prepared and need to demonstrate caution 
over their finances.

Unlike Millennials, the key to attracting and hiring Gen Z 
is less about benefits packages and more about day-
to-day work experience. Their entry into the workplace 
is creating a paradigm shift in the employer/employee 
relationship because mentoring programs and having 
managers as life coaches is very important to them.

While benefits have some importance to Gen Z, they see 
them more as starting points in their relationship with 
employers, including sponsored healthcare benefits and 
other perks such as health-tracking bracelets, fertility 
treatments and on-site medical clinics. According to 
research on Gen Z benefits by Medium, 37 percent 
of respondents noted that healthcare benefits were 
the most important, closely followed by mentorship 
programs (33 percent.)

Yet, only 26 percent of eligible Gen Z employees are 
enrolling in employer-sponsored coverage. This could be 
due to several factors, several factors, including the fact 
that most Gen Z employees are still eligible for coverage 
under a parent’s health insurance plan. Also, because of 
their life stage, these younger generation employees are 
less likely to face significant or chronic health challenges. 
In the next five years however, nearly one in five 
employees enrolled in family health coverage will have a 
Gen Z dependent age out of parental coverage.

Gen Zs are also more diverse than any other U.S. 
generation. Equality is non-negotiable. The defining 
issues this generation rallies behind include racial 
equality, gender equality and sexual orientation equality. 
They see the family structure as open to interpretation 
because of several significant cultural shifts that have 
taken place over the past decade. For example, single 
parents and LGBTQ parents are changing the notion 
of what a traditional family now looks like. Between 2 
million and 3.5 million children under age 18 have an 
LGBTQ parent, and approximately 200,000 of them 
are being raised by a same-sex couple. Many of these 
children are raised by a single LGBTQ parent or by 
a different sex couple where one parent is bisexual. 
Because of this changing view of family, family-building 
benefits such as adoption and surrogacy will most 
likely sit high on the list of desired benefits as Gen Z 
employees age. 

“Gen Z rallies behind racial equality, gender 
equality and sexual orientation equality.” 

GENERATION Z

https://www.chicagotribune.com/news/nationworld/ct-gen-z-millennials-20180820-story.html
https://charityvillage.com/cms/content/topic/decoding_gen_z_what_gen_z_candidates_are_looking_for_from_employers_and_their_careers#.XGc5P89KjUq
https://medium.com/@doorofclubs/what-5-000-gen-zers-tell-us-about-the-future-of-work-6dd00f796e8f
https://www.benefitspro.com/2018/07/06/3-ways-millennials-and-gen-z-will-put-pressure-on/
https://www.verywellfamily.com/millennial-parents-raising-children-4158549
https://www.verywellfamily.com/millennial-parents-raising-children-4158549
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One of the biggest and most surprising shifts from 
Millennials and other earlier generations is that family is 
not a priority for Gen Z. Rather, personal achievement, 
whether educational or professional, and hobbies and 
pastimes, are more central to Gen Zs’ identity than 
family and upbringing.

Two-thirds of Gen Zs want to complete their education, 
start a career and become financially independent by 
age 30, while only one in five want to get married by 
then. This may be the result of their current life stage, 
where marriage and children are a distant thought. They 
will however, follow Millennials in putting aside starting a 
family for later in their careers, continuing to make fertility 
and infertility benefits important to them as well.

Gen Z moms and dads might also flip traditional 
timelines, welcoming babies before marriage. It’s a  
shift that’s already more accepted, considering that  
about one-third of U.S. children live in homes with 
unmarried parents.

Gen Zs’ have a strong propensity toward being 
mentored. They also are very independent and 
gravitate toward individualized messaging and content 
with a heavy emphasis on “what’s in it for me.” Because 
of this, their need for managed family-building benefits, 
with an expert guiding them through the process, 
may be stronger than that of Millennials and become 
a significant draw in selecting and staying with an 
employer. 

Employers should also note that, while Gen Zs are 
digital natives engrossed in technology, they also share 
their experiences aggressively. Studies show that if 
their experience with an employer, product or brand 
is negative, they will tell everyone about it online. This 
makes it important for employers to foster a positive 
culture and work environment, and to provide benefits 
that will attract Gen Zs, keep them happy and ultimately, 
inspire them to spread the word.

What Will 2050 Look Like for Families?
Looking ahead to the next 30 years, there’s no doubt 
that ‘family’ will continue to be important in people’s 
lives, although it will look much different than the 
traditional nuclear family in several distinct ways:

• Families will be more diverse than they are now.

• There will be more single-parent households.  
In fact, 58 percent of Americans today approve  
of having children outside marriage.

• As same-sex couples become more widely 
accepted, it will be more common for children to 
be raised by non-biological parents, proving the 
value of adoption and surrogacy.

In response to these shifts, employers will need to 
understand how to support the evolving needs of 
employees and the types of benefits necessary to 
attract, retain and engage the best available Millennial 
and Gen Z talent, and that of future generations.

About WINFertility
WIN has been the national leader in managed family-
building benefits for over two decades. WIN offers 
advocacy and care management through nurse care 
managers, fertility management, behavioral health 
solutions, genetic testing, fertility preservation, as well 
as adoption and surrogacy solutions to large employer 
groups and health plans. 

Visit www.winfertility.com to  
speak with a benefits solution expert.

“The younger patients that work with WINFertility 
are especially drawn to our nurse care managers 
who guide patients through a journey that is 
completely individualized. We expect more 
demand for personalized experiences like this  
in the coming years. This demand will mold the 
types of benefits offered.” 

WINFertility CCO, Peter Nieves. 

EDUCATION & FINANCIAL INDEPENDENCE – TOP PRIORITIES

https://www.barna.com/research/gen-z-questions-answered/
http://www.pewresearch.org/fact-tank/2018/04/27/about-one-third-of-u-s-children-are-living-with-an-unmarried-parent/
https://mic.com/articles/123908/this-is-what-the-modern-american-family-will-look-like-by-2050#.ouITfuG7I

