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Today, employees expect more from 
their employers. The labour shortage 
means workers are more likely to ask 
for – and get – what they want. And 

with nearly one-third of employees consider-
ing a job change over the last year, employers 
can’t afford to dismiss engagement. 

In order to better attract and retain tal-
ent, HR professionals will need to examine 
the full range of benefits from top to bot-
tom: health, disability, leave, retirement, and 
financial.

For their part, employees are looking for 
flexible work schedules, better financial sup-
port, and customized benefits. Organizations 
will need to weigh those needs and expec-
tations against rising costs and the need to 
attract new talent. The key may be person-
alization.

Straining Budgets

It’s no doubt that benefit costs will contin-
ue to rise. Older workers are delaying retire-
ment and inflation is bringing up the cost of 
services. What’s more, employees across the 
board are using their health coverage more 
than ever – especially when it comes to dental 
care and paramedical services.

All of this affects the organization’s bot-
tom line. Yet with the ongoing labour short-
age and low unemployment, cutting back on 
benefits isn’t a solution. In fact, nearly seven 
out of 10 Canadians are willing to jump ship 
and take a new job with better benefits.

Organizations have no choice but to allo-
cate funds to offer better benefits to satisfy 
current staff and attract new talent. They 
should also consider leveraging HR tech to 
enhance communications and offer a seam-
less employee experience to drive engage-
ment.

Personalized Support

Three years after the COVID-19 pan-
demic, Canadians have new priorities when 
it comes to balancing family, work, and 
mental health. Many have left jobs for new 
opportunities, especially when they don’t feel 
rewarded and appreciated.

HR experts must drop the one-size-fits-all 
approach. By embracing data analytics and 
developing employee personas, it’s possible 
to identify what individual employees want 
and need from their benefits. Whether that’s 
help with childcare, financial assistance for 
debt reduction, or training for career advance-
ment, employees respond when they feel their 
employer is offering the right support.

When HR offers the right benefits to the 
right workers, the organization can demon-
strate care and appreciation for their workers. 
Personalizing available benefits and the com-
munications about them will keep employees 
motivated and attract new workers. Given 
current expectations in the workplace, the 
urgency for personalized benefits is real.

Beyond the Basics

Today’s employees are looking for career 
advancement and challenges as well as safe-
ty and protection on site. This calls for a 
complete shift in workplace culture, a model 
in which organizations can weather the eco-
nomic downturns and unstable markets while 
keeping their employees close.

Relationships matter in this context. As 
a result, leadership training will go through 
a renaissance in 2023. Managers will need 
to take care of themselves and their teams. 
Beyond demonstrating care and support, they 
will need to create a culture of support and 
positivity. This investment will increase the 
loyalty of leaders, minimize burnout, and 
increase overall retention in the company.

At the same time, organizations will need 
to minimize inappropriate or toxic workplace 
behaviour. This includes training on work-
place violence and even providing benefits 
that offer protection against personal risks, 
such as personal cyber insurance or discount-
ed insurance on personal coverage. 

Finally, many organizations will also offer 
financial wellness benefits beyond a standard 
retirement plan. Some of these may include 
financial counselling, tuition assistance, per-
sonal loan programs, and extra incentives for 
pre-tax savings plans.

Equity And Inclusion

Between 2022 and 2025, the Canadian 
government expects more than 1.3 million 
new permanent residents, which includes 
more than 243,000 ‘high-skilled’ immigrants. 
Nearly half of those high-skilled workers are 
expected to immigrate in 2024.

For employers, hopes are pinned on immi-
gration ‘fixing’ the labour shortage. Indeed, 
it’s likely that these new Canadians will 
change the workplace in much the same way 
that millennials and other generations have 
driven change. Ongoing immigration also 
ensures that diversity, equity, and inclusion 
(DEI) policies will remain permanent fixtures 
in organizations. Those that do this success-
fully will pave the way for immigrants to 
succeed in their workplaces – especially if 

they capitalize on personalized benefits to 
promote health and wellbeing.

Relying on the data, it’s easy to determine 
the benefits required by a diverse workforce. 
For example, a recent immigrant struggling 
to put food on the table and a recent college 
graduate with significant student loans may 
be less concerned with a retirement plan than 
older workers. Finding out the needs and con-
cerns of all your workers – and identifying 
them through data analytics – paves the way 
toward optimizing benefits for everyone.

Equity And Inclusion

Between 2022 and 2025, the Canadian 
government expects more than 1.3 million 
new permanent residents, which includes 
more than 243,000 ‘high-skilled’ immigrants. 
Nearly half of those high-skilled workers are 
expected to immigrate in 2024.

For employers, hopes are pinned on immi-
gration ‘fixing’ the labour shortage. Indeed, 
it’s likely that these new Canadians will 
change the workplace in much the same way 
that millennials and other generations have 
driven change. Ongoing immigration also 
ensures that diversity, equity, and inclusion 
(DEI) policies will remain permanent fixtures 
in organizations. Those that do this success-
fully will pave the way for immigrants to 
succeed in their workplaces – especially if 
they capitalize on personalized benefits to 
promote health and wellbeing.

Relying on the data, it’s easy to determine 
the benefits required by a diverse workforce. 
For example, a recent immigrant struggling 
to put food on the table and a recent college 
graduate with significant student loans may 
be less concerned with a retirement plan than 
older workers. Finding out the needs and con-
cerns of all your workers – and identifying 
them through data analytics – paves the way 
toward optimizing benefits for everyone.

Make A Plan

As we move toward 2023, make an 
employee benefits plan that supports your 
employees, protects your bottom line, and 
moves you into the future. Best-in-class 
employers are considering these tips when 
planning employee benefits and retirement 
options:

• Broaden your benefits offerings. 
• Offer personalized options.
• Rely on the data to guide you.
The road may be rocky, but you don’t have 

to get stuck in uncertainty. Work with your 
broker or benefits consultant to keep the bot-
tom line in mind while still determining the 
best options for you and your employees  ❖
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FINDING OUT THE NEEDS 
AND CONCERNS OF ALL YOUR 
WORKERS – AND IDENTIFYING 
THEM THROUGH DATA 
ANALYTICS – PAVES THE WAY 
TOWARD OPTIMIZING BENEFITS 
FOR EVERYONE.


