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For years we’ve mmw& our students and HR professionals to rate different kinds of
rewards in terms of mportance. Usually, at least in the past, employee benefits lagged

behind such rewards as pay, advancement opportunity, job security, and recognition.
Recently, though, we’ve noticed a dramatic shift in this admittedly unscientific poll.
As benefits costs, especially health care, haye skyrocketed, so has their popularity. A
recent survey listed the top four rewards contributing to employee satisfaction. In or
der, they are compensation, benefits, job security, and work/life balance.®

With this increased popularity comes a need for HR professionals to understand
what benefits are important to employees. Just ask Rich Floersch, the executive vice
president for human resources at McDonald’s Corporation.” As we noted in Chapter 12,
several years ago McDonald’s unveiled a new benefits program for crew members.
When we asked Rich why McDonald’s was modifying its health care package as part
of a total benefits upgrade, he cited the rising value of benefits to workers and the stra-
tegic importance of its 750,000 plus workers. Look at it from another perspective: The
population (and your three favorite authors) are aging. This alone changes the pattern
of preferences. We’re not sure all companies are as attuned to changing preferences as
McDonald’s. For example, a McKinsey Survey reports 89 percent of CEOs think ben-
efits are extremely or very important to attracting and retaining employees. However,
less than one-half of these executives thought they understood what benefits employees




1UDU





































