Empowering a
multigenerational
workforce
through vitality
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Introduction

The strength of a diverse workforce has long been a key driver of
innovation, collaboration, and success across industries. Today, the U.S.
workforce spans five generations, bringing a wide range of sKills,
experiences, and expertise. Experienced employees pass on vital
institutional knowledge, which promotes ongoing learning and retention
of important information. Their younger colleagues contribute cultural
insights, helping spur new ideas and innovative solutions while enhancing
the organization’s adaptability to change.

A multigenerational workforce also means employers should always
consider employees’ various communication styles, technical skills,
preferences for learning, engagement, relationships, and expectations for
work and life.


https://www.forbes.com/sites/markcohen1/2023/04/19/learning-from-each-other-fostering-intergenerational-collaboration/
https://www.forbes.com/sites/markcohen1/2023/04/19/learning-from-each-other-fostering-intergenerational-collaboration/

A multigenerational workforce

Each generation brings unique values and perspectives

GenZ
1997-2012

18% workforce participation

Millennials
1981-1996

36% workforce participation

Gen X
1965-1980

31% workforce participation

Baby boomers
1946-1964

15% workforce participation

Silent generation
Born before 1946

1% workforce participation

Source: Department of Labor, August 2024



Introduction

Navigating these complexities, while challenging, can boost productivity

and growth. When employers leverage employees’ unique strengths and
experiences and prioritize vitality — the ability to pursue life and work with
health, strength, and energy — they can create and maintain a successful

workplace where people can thrive personally and professionally.

WHILE EVERY WORKER IS UNIQUE, THERE ARE VALUES, PERSPECTIVES, AND STRENGTHS THAT ARE
MORE COMMON IN DIFFERENT GENERATIONS

Silent

Gen X Baby Boomers .
generation

. L Work/life Work/life . -
Diverse thinking / / Team-oriented Stability
Vs o balance balance . .
Flexibility Purpose Autonomy Collaborative Job security
Tech-enabled Inclusive Flexible work . . .
Goal-driven Hierarchical
work workplaces arrangements
work structure
Preferences Authenticity Open and Direct and -
Specific Face-to-face
and transparent honest . L
L . deadlines communication
transparency communication = communication
Global mindset Il UNE Efficient Work ethic Igigxggnzl
Strengths Tech Results- Adaptabl Leadership skill °
ech-sawwy oriented aptable eadersnip skifls ' ife experience

Sources: Harvard Business Publishing, 2020; Forbes, 2023; SHRM, 2024; Vitality Index, 2024

In this paper, we explore findings from the Evernorth Research Institute to
examine the drivers of vitality and provide insights so employers can turn
the challenges of generational diversity into opportunities for
organizational success.



https://newsroom.thecignagroup.com/vitality
https://www.harvardbusiness.org/wp-content/uploads/2020/08/Unlocking-the-Benefits-of-Multigenerational-Workforces_Aug-2020.pdf
https://www.forbes.com/sites/markcohen1/2023/04/19/learning-from-each-other-fostering-intergenerational-collaboration/
https://www.shrm.org/enterprise-solutions/insights/guide-to-leading-multi-generational-workforce
https://filecache.mediaroom.com/mr5mr_thecignagroup/183128/vitality2024-in-america-report.pdf

The importance of vitality for the workforce of
the future

Vitality is more than physical and mental health - it is dynamic and
multidimensional, a driver and an outcome of health and work/life
engagement.

The Evernorth Vitality Index (EVI) measures an individual's perception of
their capabilities across eight dimensions of health. It is built upon the
self-determination theory of motivation, which focuses on an
individual's basic need to feel a sense of autonomy, competence, and
relatedness.
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https://www.evernorth.com/our-solutions/vitality-index

The importance of vitality for the workforce of the future

The 2024 Vitality Index shows that vitality at work — which includes
employees having a sense of ownership over tasks, believing they can
succeed and grow in their role, and feeling connected to and
supported by others — is essential to workers’ well-being and can be a
catalyst for individual, business, and community growth.

Across generations, the vitality of workers is significantly higher than
that of nonworkers (68.9 vs. 60.8 on a scale of 100), and workers with
high vitality are twice as likely to say they'll work harder than they
have to in order to help their organization succeed (86% vs. 43% with
low vitality).

HIGH VITALITY IS LINKED TO HIGHER WORK PERFORMANCE

@ Low vitality High vitality

Satisfied with their job
I, -7

84%

Value and enjoy their work

I 1

88%

Often pursue tasks that interest them at work

_______EX

84%

Feel capable at work

I, 2

94%

Feel confident they can do their job well

I, ¢

94%

Feel a lot of energy and enthusiasm at work
. o

79%

Feel alive and vital at work
B

86%

2024 Vitality Index


https://filecache.mediaroom.com/mr5mr_thecignagroup/183128/vitality2024-in-america-report.pdf
https://newsroom.cigna.com/unpacking-workforce-vitality-2024

Workforce vitality drivers

Key influencers of worker vitality include stress, relationships with
managers, and activity levels during the workday. However, there are
significant differences in vitality drivers across generations.

WORK CULTURE INFLUENCES VITALITY

67%

65%

Work in an environment Have freedom to decide Feel employer provides
that is supportive of family when to do their work adequate opportunities to
and personal commitments take care of personal health

. Low vitality High vitality

2024 Vitality Index

58%

Say employer shows a focus
on health and wellness in its
actions and communications

Gen Z, the most diverse generation in the U.S,, brings unique challenges
and opportunities to the workplace. They have the lowest vitality scores
among all generations, in part due to a higher prevalence of mental
health issues, feelings of loneliness, and lack of resilience.


https://www.pewresearch.org/social-trends/2020/05/14/on-the-cusp-of-adulthood-and-facing-an-uncertain-future-what-we-know-about-gen-z-so-far/
https://filecache.mediaroom.com/mr5mr_thecignagroup/183128/vitality2024-in-america-report.pdf

Workforce vitality drivers

VITALITY SCORES FOR WORKING ADULTS VARY BY GENERATION

65.5 69.6 69.1 70.6

GEN Z MILLENNIALS GEN X BABY BOOMERS

2024 Vitality Index

Vitality research shows that younger employees also view work
differently than members of older generations. While Gen Xers and
baby boomers see their work as a core part of their life purpose, Gen
Zers and millennials view work primarily as a means to financial gain
that fund their life purpose. Financial stress is a concern across all
generations, but younger workers worry more about saving for
homeownership and family planning, while older workers are focused
on retirement planning.




Workforce vitality drivers

WORKFORCE SENTIMENT BY GENERATION

. Gen Z Millennials . Gen X . Baby boomers

| feel capable at my work

47%

57%

64%

69%

| am confident | can do my job well

49%

60%

67%

73%

I am enthusiastic about my job

53%

65%

65%

68%

2024 Vitality Index



Workforce vitality drivers

Workplace vitality differs not only by generation, but also by gender.
Women, who comprise nearly half of today’'s workforce, face distinct
challenges that impact their vitality. Since 2022, women have had lower
average vitality scores than men.

VITALITY AT WORK: GENDER GAP BY GENERATION

. Women . Men

733
711
66.1 65.5 66.7
| I

Gen Z Millennial Gen X Baby boomer

2024 PERCEPTIONS OF HEALTH BY GENDER

.Women . Men

Overall health Physical health Mental health

(excellent/very good) (excellent/very good) (excellentfvery good)

2024 Vitality Index


https://www.bls.gov/news.release/empsit.t01.htm

Workforce vitality drivers

The disparity is most pronounced in self-rated mental health, with only
38% of working women reporting excellent or very good mental health
compared to 57% of men. Mental health is a significant driver of vitality,
and those who report having strong mental health are 10 times more

likely to have high vitality.

Most striking is the difference in self-rated optimism and energy, with
working millennial women struggling far more than millennial men in

the workplace.

ENERGY AND OPTIMISM OF WORKING MILLENNIALS

@ Men Women

| feel alive and vital

55%

36%

| feel energized

30%

I look forward to each new day

55%

38%

2024 Vitality Index

At work, millennial women feel less capable, confident, and enthusiastic
than their coworkers who are millennial men and the workforce in

general.


https://newsroom.thecignagroup.com/vitality-americans-optimistic-despite-challenges-physical-mental-financial-health
https://newsroom.thecignagroup.com/vitality-americans-optimistic-despite-challenges-physical-mental-financial-health

Workforce vitality drivers

VITALITY OF WORKING MILLENNIAL WOMEN LAGS THAT OF COWORKERS

. All workers Millennial men . Millennial women

| value and enjoy my work

49%

55%

45%

At work, | am often pursuing tasks that interest me

42%

51%

37%

| feel capable at my work

60%

62%

51%

| feel alive and vital at work

42%

52%

35%

2024 Vitality Index

While the Vitality Index is a self-rated survey that does not look at
causation, working millennial women'’s lower self-ratings may be due to
various factors, including the demands of balancing young families with
a growing careetr.

These differences in vitality also highlight the opportunity for employers
seeking to promote inclusive management practices to provide
additional support. As the workforce continues to age and change,
closing gaps is a business imperative for organizations that seek to
attract and retain high-performing workers.


https://www.pewresearch.org/social-trends/2023/12/14/the-growth-of-the-older-workforce/

High vitality workers show the way

For guidance in driving vitality, employers can look to high-vitality
workers within groups that typically have lower vitality scores.

For example, many young employees face challenges, but some Gen Z
workers are thriving. These workers report positive changes in
autonomy and competence and feel they are building skills for a healthy
life, gaining confidence in health goals, and becoming more optimistic.

While women tend to have lower vitality scores than men, working
women with high vitality offer reasons to be optimistic. They tend to be
more educated on available health and wellness benefits, more likely to
seek mental health counseling, and have more support at home than
their low vitality coworkers. These actions can help build resilience and
act as buffers against the stress of daily life.

These high-vitality Gen Z workers are more likely than their
low-vitality counterparts to say they:

e Have a clear sense of purpose (91% vs. 6% with low vitality)
¢ Feel understood by their manager (65% vs. 14%)
¢ Feel informed about the company (75% vs. 15%)

At work, women with high vitality report:

e Feeling a greater sense of autonomy (65% vs. 8% low vitality)
e Experiencing better communication (67% vs. 16%)
e Feeling a sense of belonging (65% vs. 9%)
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https://newsroom.thecignagroup.com/vitality-in-america-2024-chapter-1-health-and-vitality-trends
https://newsroom.thecignagroup.com/vitality-in-america-2024-chapter-1-health-and-vitality-trends

High vitality workers show the way

Gen Z adults continue to feel much less confident and capable at work.
While most are satisfied with their job, they lack the enthusiasm for
work that older generations have.

COMMON GENERATIONAL STRUGGLES THAT IMPACT THE VITALITY OF WORKERS AND NON-
WORKERS ALIKE

“m e

° Eronoortisc?rf:;lijga?th e Higher rate of e Higher financial e Less physical
mental health stress activity
e lackjob symptoms .
confidence . . Les‘s .phyS|ca| e Poorsleep
e Higher work activity
stress

Source: 2024 Vitality Index

Despite these generational differences, vitality research shows that all
people with high vitality are more likely to:

EI Practice healthy behaviors, such as exercising
regularly, eating mindfully, and prioritizing sleep

%Qg Build relationships with others and contribute to
their community

Q Approach work and life with curiosity and optimism

14



Building a culture of vitality requires
targeted efforts

Higher vitality is attainable by all, but it requires targeted efforts from
employers when their workforce spans generations and includes
multiple demographic groups. Employers who understand vitality
influencers and leverage the insights offered by high-vitality workers
can adapt their support structures to fuel a culture of inclusivity and
vitality, where people feel more confident, capable, and connected at
work.

For example, an employer looking to address the needs of Gen Z
workers might foster an understanding of health benefits, offer financial
and mental health support, and communicate the purpose of each
individual's role to the organization’s overall mission. Additionally, when
an employer focuses on improving health insurance literacy, increasing
access to care, and focusing on pay equity, all workers benefit.

By addressing these needs and enabling workers to feel more
ownership over their day-to-day work activities, employers can help
employees achieve higher individual vitality, which fosters a healthier,
more resilient, and more productive workforce.

Get to know your population
Connect work to values

Encourage autonomy

Create a positive culture

Recognize contributions

Support work-life balance

Encourage volunteering

Foster a growth mindset



https://www.evernorth.com/articles/5-actionable-insights-employers-about-workforce-mental-health-vitality-and-productivity

The employer opportunity: Personalize
benefits to enhance a culture of vitality and
fuel productivity

Employers aiming to create an environment where all employees can
be themselves and thrive at work may want to consider a personalized
benefits strategy that addresses the unique needs of workers and
boosts productivity.

Key insights from employee feedback

In August 2024, the Evernorth Research Institute, along with Sylver
Consulting, conducted qualitative research with workers from diverse
backgrounds to explore the relationship between participants’ work and
their overall well-being, asking specifically about the importance of
employer benefits in their life and how those benefits impact their
productivity at work and overall vitality.

The research shows that participants’ values and needs are largely
aligned, regardless of their age, gender, or other characteristics. Most
differences in preference are tied to individual circumstances or life
stage. Across the board, employees want benefits that make them feel
seen, heard, and valued as unique individuals.

A culture of vitality is built on three pillars of employer investment:

1. Principal benefits: Key benefits like health, mental health, dental, and vision insurance,
along with PTO and retirement savings, help people manage their health and life and are
considered “table stakes.”

2. Workplace programs: Enhanced benefits such as wellness programs, employee
assistance programs (EAPs), paid family leave, and training and educational support show
that employers care about employees’ lives outside of work.

3. Workplace perks: Flexible work arrangements, health and wellness stipends, tuition
reimbursement, and transportation assistance can help demonstrate an employer's
commitment to investing in its people.

16



The employer opportunity: Personalize benefits to enhance a culture of vitality and fuel productivity

Workers with high vitality across all demographics agree that health
insurance is the most crucial benefit, as it provides security and peace of
mind. For employees with low vitality, PTO is the most valued benefit,
followed by mental and physical health benefits, wellness programs,
and training. They also desire career development opportunities like
leadership programs, job-specific training, and recognition for their
work.

Personalization and choice for a thriving multigenerational workforce

The impact of benefits can be amplified through personalization and
choice. Personalizing benefits involves meeting the current and future
needs of employees from both individual and systemic perspectives and
can increase utilization, improve health outcomes, and enhance
productivity.

For a multigenerational workforce, a personalized, inclusive benefits
strategy offers benefits, programs, and perks that are tailored for
employees across various life stages and allows employees autonomy in
choosing the options that work best for them. Research participants
said they would utilize their benefits more if they could customize their
own specific mix to their unique needs.

Additionally, implementing systems that support managers in aiding
their employees and creating opportunities for workplace connection
through community building, volunteering, and affinity groups is
essential. This approach helps create a culture of vitality, leading to an
engaged, healthy, and more productive workforce where employees
feel they belong and can thrive. When employees thrive, productivity
soars and organizations flourish.




Methodology

2024 Vitality Index

The Evernorth Research Institute conducted the third wave of the Evernorth'’s
Health and Vitality Study from May 29-June 14, 2024 in collaboration with
Morning Consult. This nationally representative, bilingual (English and Spanish)
online survey assessed the health, vitality, social needs, and productivity of over
5,000 U.S. adults aged 18 years and older.

To ensure that the sample was representative of the United States population,
guotas were established based on Census Data using a cross section of age and
gender, with employment quotas based on Bureau of Labor Statistics data. Data
was then weighted to match the United States population on: gender (in total
and for Gen Z), age, ethnicity/race, region, employment status and income.

Survey Respondent Demographics

The sample was split about evenly between males (48%) and females (51%).
Respondents were split representatively between the South (37%), West (24%),
Midwest (21%) and Northeast (18%). 67% of respondents were white, 16% report
Hispanic, Latino or Spanish origin, 10% were Black, 4% were Asian and 3% were
from other races. The majority, 61%, of respondents work for pay with most (86%)
having one job. 88% had health insurance or health care coverage.

Qualitative Research

The Evernorth Research Institute, in partnership with Sylver Consulting,
conducted the qualitative wave of the Evernorth U.S. Health and Vitality study
from July 8-September 5, 2024. Twenty-three individuals were recruited to
engage in a two-day online qualitative discussion board. Across the sample, a
range of ages, races, genders, sexual orientations, employer sizes, and vitality
levels were represented.

Discussion Board Respondent Demographics

The sample was split between males (52%) and females (48%), spread across four
generations: Gen Z (26%), Millennial (26%), Gen X (26%), and Boomer (22%). The
respondent sample was also split by race: White/Caucasian (22%), Black/African
American (26%), Hispanic/Latino (26%), and Asian (26%). 57% of the sample
worked for larger, 3000+ U.S.-based employee organizations, while 43% worked
for smaller, 500-2,999 U.S.-based employee organizations.

Respondents were recruited based on the existing Evernorth Vitality Index. 61% of
respondents had high vitality, while 39% had low vitality. The sample also
accounted for factors like LCBTQ+ identities, chronic conditions, and disabilities.
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