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NIRS: Don't Rule Out DB Options for Gen Z,
Millennials

A paper from the National Institute on Retirement Security debunked the myth that younger generations’ job-hopping
means they are uninterested in defined benefit plans.

Reported by EMILY BOYLE

Millennial and Generation Z's job-hopping is nothing new—actually, it's fairly typical for employees their age,
according to a September issue brief from the National Institute on Retirement Security.

While defined benefit plans have been fading from the retirement industry landscape, it is not necessarily true that
younger workers'’ job-switching indicates a disinterest in them, NIRS' research found.

Get more! Sign up for PLANSPONSOR newsletters. >

“Younger workers have always changed jobs more often than older workers as they find their career path,” said Dan
Doonan, NIRS's executive director, in a statement. “That was true for Baby Boomers, Gen X, and it remains true today.
The real drivers of turnover are the economy, benefits and job opportunities, not generational differences. This is a
critical point for policymakers and employers to consider as they design retirement and benefit programs and
policies for the workforce of the future.”

Job Retention Through a Historic Lens

The U.S. Bureau of Labor Statistics’ job tenure data show that employees ages 25 to 34 years old spent only a few
months longer at their jobs in 1983 than those who were the same age in 2024. The Baby Boomer cohort's median
job tenure from its mid-20s through mid-30s was three years, while 2024's mix of Gen Z and Millennials recorded 2.7
years—an even longer average than in 2000 (2.6 years).

NIRS cited additional research supporting the claim that job-switching is nothing new. The Pew Research Center
found that “college-educated Millennials are sticking with their jobs longer than their Gen X counterparts.” In 2016,
about 75% of college-educated 25- through 35-year-olds (75% for men and 74% for women) had worked for their
employer for at least 13 months. Sixteen years earlier, only 72% of men and 70% of women in the college-educated
group had that same tenure.

“In fact, if there is any real trend in the median tenure ... it is that older workers have shorter tenures today than older
workers in the past,” the paper stated. “This could be due to several possible factors, including the decline of private-
sector pension plans that provide strong financial incentives to stay in place until retirement, a decline in the
percentage of Americans working in manufacturing (where retention has been consistently strong), or the fact that
there are simply more opportunities in today's economy to find a new job.”

Sector Matters

The report found employee benefits were a key factor in many employee decisions to remain at their job and that,
notably, employers in the public sector tend to offer stronger health care and retirement benefits than do those in
the private sector.

According to BLS data, about 86% of state and local government employees have access to a DB plan, compared with
only 15% in the private sector. Meanwhile, 89% of state and local government employees have access to health care
benefits through their employer, higher than the 72% of private sector workers.



“Despite lower average pay, public sector benefits incentivize employees to stay in their jobs and reward long careers,
hence [a] historically higher private sector quit rate,” the NIRS paper explained.

In 2024, the private sector quit rate was approximately 27%, compared with almost 10% in the public sector. The
disparity has remained over the past several decades: In 2000—the farthest back the data go for the quit rates
discussed—the difference between the two was only about 30 percentage points.

Industry differences also shape job stability. Within the private sector, professional and business services, retail, and
manufacturing have divergent retention trends. The retail sector has typically had the highest quit rate since 2001,
while manufacturing has consistently had the highest job-retention level over the period. The discrepancy in job
retention rates can be attributed, at least partly, to the nature of the benefits associated with the different jobs, NIRS
explained.

The manufacturing industry offers “more robust pay and benefits” for its workers than the other two private sector
industries discussed. In 2021, 90% of manufacturing workers had health care benefits and 84% had retirement
benefits provided through their job. Retail jobs, meanwhile, offer such comprehensive benefits much less often.

“Quit rates in the manufacturing industry have remained steady despite the long-term decline in the number of
manufacturing jobs in the U.S,” the report found. “This trend suggests that American workers are not inherently less
loyal to their jobs, but rather that the U.S. economy has been moving away from industries that historically have
emphasized long careers, like the manufacturing industry.”

Debunking the ‘Gig Economy’ Myth

According to the NIRS, another component of the employee tenure myth is the emergence of the “gig economy.” The
researchers defined gig work as “short-term, task-based jobs performed by independent workers often facilitated by
digital platforms.” Workers are generally “paid per task or project (a ‘gig’) rather than receiving a regular salary or
wage, giving them flexibility but generally depriving them of the benefits and legal protections associated with
traditional employment.”

Data indicate, however, that most gig workers only work a handful of hours each week to provide a secondary source
of income that supplements their full-time job. According to Pew, 16% of Americans have earned income as gig
workers, and of that 16%, only 31% report that their gig is their main job. In the big picture, full-time online gig
workers account for only roughly 3% of U.S. adults.

“The notion that workers in the future would not be interested in a job perk such as a defined benefit pension
because they are likely to leave that job quickly isn't supported by the data,” the NIRS' paper stated. “Retirement may
not be top of mind for a young worker with more immediate financial concerns, but a robust retirement benefit is
likely something they will come to appreciate as they move through life's various stages, just as prior generations did.”
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EXECUTIVE SUMMARY

The ongoing COVID-19 pandemic has presented
extraordinary health and economic challenges across the
globe, triggering yet another deep economic crisis. While
the availability of several vaccines in late 2020 has begun to
alleviate health and economic issues, the economic fallout
from the pandemic may create substantial uncertainty
about financing retirement that could trigger Americans
to work longer or rethink retirement. Even before the
pandemic, many workers still were recovering financially
from previous economic downturns.

Simultaneously, the past several decades have seen
dramatic changes to the U.S. retirement system. A broad
body of research finds that most Americans are not on
track for a secure retirement.

Different generations face distinct challenges when it
comes to retirement. The Silent Generation had broad
access to defined benefit pension plans, but faces growing
health and long-term care expenses in retirement. Baby
Boomers are transitioning into or approaching retirement
and a large share are expected to face financial hardship
in retirement. Generation X was the first generation with
401(k)s as their primary retirement vehicle, and also
face high expenses as the “sandwich generation” And
Millennials face a deeply troubling retirement outlook
stemming from factors like depressed wages, high college
debt, and the lack of participation in employer retirement
plans. Further complicating retirement is growing financial
asset inequality among Americans, with inequality growing
across generations.

Against this backdrop, this issue brief examines national
sentiment of various generations about retirement, each of
which is face differing circumstances. This research finds
that:

« Millennials and Generation X are most concerned
about the impacts of COVID-19 on their retirement.
Across generations, most of those who are concerned
about the impacts of the pandemic plan to delay
their retirement.

«  There is generational agreement that the U.S. faces a
retirement crisis, with Millennials and Generation X
most pessimistic about retirement.

« There is broad support across generations for
Social Security, including support for increasing
contributions and expanding benefits.

« All generations have favorable views of defined
benefit pensions, with Millennials holding the
most favorable views. There is wide agreement
generationally that pensions are better than 401(k)
plans for providing retirement security, and that
everyone should have a pension.
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INTRODUCTION

The ongoing COVID-19 pandemic has presented
extraordinary health and economic challenges across
the globe, triggering yet another deep economic crisis.
In the US., the arrival of COVID-19 triggered a large-
scale economic shutdown in early 2020 to help stem the
spread of coronavirus. The pandemic and shutdown has
resulted in deep economic hardship, job losses and high
unemployment. The availability of several vaccines in late
2020 has begun to alleviate health and economic issues,
with cases and deaths declining and workplaces re-opening.

The economic fallout from the pandemic is impacting
various workers differently and may create substantial
uncertainty about retirement that could trigger Americans
to work longer or rethink retirement altogether.' Even
before the pandemic, many workers were still recovering
financially from the Great Recession.” Unfortunately,
working longer is often not a choice for individuals, as 52
percent of workers retiring from 2008 to 2014 found out the
hard way.?

In terms of economic recovery, what is emerging is a
two-tiered, “K-shaped” recovery with divergent outcomes
across society. Those on the upward trajectory of the K
include workers who can do their jobs remotely and have
felt little economic pain, even putting disposable income to
work and realizing gains from the resilient equity markets.
In contrast, those working in service industries or for small
businesses are experiencing real economic fallout. These
workers are on the lower leg of the K. Moreover, those in
the lower half of the wealth spectrum have nearly no net
worth and lack savings to get them through tough times.
Essentially, Americans who were just getting by on the
margins in 2020 are more likely to find themselves in a
deeper hole.” And this likely will have deep impacts on
retirement savings.

At the same time, the past several decades have seen
dramatic changes to the U.S. retirement system that have
undermined retirement for large swaths of the workforce.
Today, much of the workforce lacks an employer-
sponsored retirement plan, fewer workers have stable and
secure defined benefit pensions, while 401(k)-style defined
contribution individual accounts provide lower savings
and protections. Also, increases to the Social Security
retirement age translate into income cuts in retirement.’

As a result, most Americans are not on track for a secure
retirement.®

When looking across generations, the Silent Generation is
likely the last generation to have broad access to defined
benefit pension plans that typically provide stable and
secure lifetime income. But this generation tends to be
overly optimistic about their Social Security benefits and
retirement savings, while underestimating growing post-
retirement health and long-term care expenses. Baby
Boomers are transitioning into or approaching retirement.
Combined with the impact of the 2008 financial crisis
and COVID-19, many Boomers are expected to face
financial hardship in retirement. Generation X was the first
generation to mostly enter the workforce after the shift
from pensions to 401(k)s in the private sector, facing the
inefficiencies and struggles associated with do-it-yourself
retirement plans. While many Gen Xers are at the peak of
their earning years, this “sandwich generation” is dealing
with high expenses of college-aged children and supporting
aging parents while trying to save for retirement. And Gen
X has lived through multiple economic downturns, all of
which impact employment and retirement readiness.”

Regarding Millennials, research finds a deeply troubling
retirement outlook. A recent analysis found that most
Millennials have nothing saved for retirement, and those
who are saving aren't saving nearly enough. Many factors
are contributing to this generation’s retirement savings
challenges - from depressed wages, high college debt, and
the lack of eligibility to participate in employer retirement
plans. More specifically, 66 percent of working Millennials
had nothing saved for retirement.®

Further complicating retirement is that financial asset
inequality among Americans continues to increase, and
the inequality is consistent across generations. This wealth
inequality, combined with dangerously low retirement
savings among most households, poses a significant threat
to retirement for working Americans. Recent research
finds that from 2004 to 2016, the share of financial assets
owned by the top 25 percent of Baby Boomer households
grew from 86 percent to 91 percent. Meanwhile, the share
of assets owned by the bottom 50 percent of Baby Boomer
households shrank from three percent in 2004 to below
two percent in 2016. Among Generation X households, the
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wealthiest 25 percent owned 87 percent of financial assets
in 2016. Millennials in 2016 reached a comparable degree of
financial asset concentration, with 85 percent of financial
assets owned by the wealthiest 25 percent.’

Against this backdrop, this issue brief examines national
sentiment of various generations toward retirement, each
of which is face differing circumstances. This research finds
that:

« Millennials and Generation X are most concerned
about the impacts of COVID-19 on their retirement.
Across generations, most of those who are concerned
about the impacts of the pandemic plan to delay
their retirement.

«  There is generational agreement that the U.S. faces
a retirement crisis, with Millennials and Generation

Xers most pessimistic about retirement.

There is broad support across generations for
Social Security, including support for increasing
contributions and expanding benefits.

All generations have favorable views of defined
benefit pensions, with Millennials holding the
most favorable views. There is wide agreement
generationally that pensions are better than 401(k)
plans for providing retirement security, and that
everyone should have a pension.

I. ACROSS GENERATIONS, THE COVID-19 PANDEMIC
HAS INCREASED RETIREMENT CONCERNS

Sixty-four percent of Millennials and 54 percent of Gen
Xers are more concerned about retirement (Figure 1).

As aresult of the pandemic, one in five Millennials
indicate that they have changed when they plan to retire

Figure 1: Gen X and Millennials are the
most concerned about retirement in
the wake of the pandemic.

Has the COVID-19 crisis increased or decreased your
concern that you won't be able to achieve a financially
secure retirement?

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% CONCERNED

(Figure 2).

Figure 2: The pandemic has triggered
changes to when Americans plan to
retire.

Has the COVID-19 crisis caused you to change when you
plan to retire?

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% CHANGED
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Among those who plan to change their retirement, about
two-thirds of all generations say they plan on delaying Figure 3: Across generations, most of
retirement (Figure 3). those who have changed retirement

. S _ plans will delay retirement.
Durlng the pandemlc, Millennials were more hkely Have you considered retiring earlier or later than originally

than other generations to take actions that could harm planned due to the COVID-19 crisis?
their long-term financial and retirement security such
as reduced saving or spending retirement savings.
Millennials also were much more likely to spend their
emergency savings. While it is a positive that this
generation had access to rainy day savings during tough
times, spending savings has an impact on their financial
position (Figure 4).

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% RETIRING LATER

Figure 4: Millennials were more likely to take actions during the
pandemic that could harm their long-term financial security.

Which of the following actions have you taken as a result of the economic impact of the COVID-19 crisis?

. Decreased retirement savings ‘ Spent emergency savings Withdrawn from retirement savings

16%

Millennials 36%

10%
N
Generation X 24%

5%
Baby Boomers 11%

0%
Silent Generation

0% 5% 10% 15% 20% 25% 30% 35% 40%
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Il. THERE IS GENERATIONAL AGREEMENT THAT THE U.S. FACES A
RETIREMENT CRISIS, WITH MILLENNIALS AND GENERATION XERS
MOST PESSIMISTIC ABOUT THEIR OWN RETIREMENT

Across generations, most Americans say the nation faces

a retirement crisis, with Baby Boomers (72 percent)
expressing the most concern (Figure 5).

Figure 5: Across generations, most
Americans say the nation faces a
retirement crisis, with Baby Boomers
expressing the most concern.

To what extent do you agree of disagree: America is facing
a retirement crisis.

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% AGREE

Figure 7: Across generations, most
agree workers cannot save enough on
their own for a secure retirement.

To what extent do you agree or disagree: The average
worker cannot save enough on their own to guarantee a
secure retirement.

’ Silent Generation
. Baby Boomers
' Generation X

Millennials

% AGREE

Millennials (72 percent) and Generation Xers (59
percent) are most pessimistic about their own
retirement prospects (Figure 6).

Figure 6: Millennials and Gen X
are most pessimistic about their
retirement.

How concerned are you that you won't be able to achieve a
financially secure retirement?

. Silent Generation
. Baby Boomers
‘ Generation X

Millennials

% CONCERNED

Consistently across generations, the vast majority of
Americans agree that workers just cannot save enough
on their own have a secure retirement (Figure 7).

Americans across generational lines plan to take a
number of actions to ensure a secure retirement —
including working longer, cutting spending now and in
retirement (Figure 8).

All generations surveyed seemed to understand there is
a wide mix of factors that make preparing for retirement
more difficult, including longer life spans, rising costs
and fewer pensions (Figure 9).
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Figure 8: Across generations, Americans plan to take a number
of actions to improve their retirement prospects.

Which of the following, if any, do you plan to do to help ensure a financially secure retirement?

44%

42%
49% . Seek work in retirement

Millennials

. Delay Social Security for
higher benefit

' Save 5% or more
Generation X

Save 1to 4% more

Saty in current job as long as

Baby Boomers possible

. Cut spending in retirement

Cut back on current spending

Silent Generation

0% 10% 20% 30% 40% 50% 60% 70%

Figure 9: All generations say that there is a wide mix of factors
that make preparing for retirement more difficult.

To what extent do you feel each of the following issues are a factor in making it harder for Americans to prepare for
retirement?

39%

44% Workers typically must fund
—_— %7% and manage retirement
Millennials savings themselves
45% Increasing debt such as
47% student loans, housing or

credit cards
43%
46%

— ————— ——————— ——————— Middle class workers' salaries

0 . .
49% are not increasing

Generation X

54%
619 Fewer people have pensions

51%
49%

57% People are living longer
Baby Boomers

67% o
70% . The rising cost of long-term

care

54%

53% o )

51% Thg rising cost of healthcare in
retirement

Silent Generation

69%
66%

0% 10% 20% 30% 40% 50% 60% 70%
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Across generations, Millennials (78 percent) are
substantially more inclined to believe they will have to
work past normal retirement age for financial security,
with Baby Boomers and Generation Xers right behind at
52 percent (Figure 10).

Figure 10: Millennials are substantially
more inclined to believe they will have
to work past a normal retirement age
for financial security.

How likely is it that you will need to work past the normal
retirement age to have enough money in retirement?

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% LIKELY

Ill. THERE IS BROAD SUPPORT ACROSS GENERATIONS FOR
SOCIAL SECURITY, INCLUDING SUPPORT FOR INCREASING
CONTRIBUTIONS AND EXPANDING BENEFITS

There is broad support across generations for Social
Security despite budget deficits, with the Silent
Generation (92 percent) most supportive (Figure 11).

Figure 11: All generations support
Social Security, with the Silent
Generation most supportive.

To what extent do you agree or disagree: Social Security
should remain a priority for our country no matter how
bad budget deficits get.

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% AGREE

Across the board, most Americans across generational
lines see the value of increasing contributions to Social
Security so that it is in place for future generations
(Figure 12).

Figure 12: There is broad support
across generations for increasing Social
Security contributions.

To what extent do you agree or disagree: To ensure that
Social Security will be around for future generations, the
government needs to increase the amount that workers
and employers must contribute to Social Security.

. Silent Generation
‘ Baby Boomers
. Generation X

Millennials

% AGREE
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As policymakers consider changes to Social Security, the  Across the board, all generations are in strong agreement
highest support for expanding Social Security is among that Social Security alone can't provide a secure

Millennials (61 percent) (Figure 13). retirement (Figure 14).

Figure 13: Millennials are most
supportive of expanding Social
Security.

Would you support the expansion of Social Security
benefits, a reduction of benefits, or should it be kept as is?

Figure 14: Across generations, there is
agreement that Social Security alone
can't provide a secure retirement.

To what extent do you agree or disagree: It is important
that retirees supplement the guaranteed income that

Social Security provides with additional income such as a
pension or annuity.

. Silent Generation . .
. Silent Generation

Baby Boomers
. Y . Baby Boomers

. Generation X .
‘ Generation X

Millennials ) .
Millennials

% SUPPORT EXPANDING % AGREE

1IV. ALL GENERATIONS HAVE FAVORABLE
VIEWS OF DEFINED BENEFIT PENSIONS

Pensions are viewed favorably by all generations, with Across the board, all generations agree that those with
Millennials expressing the highest favorability (Figure pensions are more likely to have a secure retirement
15). (Figure 16).
Figure 15: All generations have Figure 16: Across the board,
favorable views of pensions, with generations agree that those with
Millennials holding the most favorable pensions are more likely to have a
views. secure retirement.
How would you describe your overall view of this type of To what extent do you agree or disagree: Americans with
pension? traditional pensions are more likely than those without

pensions to have a secure retirement.

. Silent Generation . Silent Generation

‘ Baby Boomers . Baby Boomers

. Generation X . Generation X

Millennials Millennials

% FAVORABLE % AGREE
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Across generations, there is agreement that government
should take steps to help employers offer pensions to
their workers, with the Silent Generation (83 percent) in
strongest agreement (Figure 17).

Figure 17: Across generations, there

is strong agreement that government
should help ease the way for employers
to offer pensions.

To what extent do you agree or disagree: The government
should make it easier for employers to offer traditional
pension plans.

. Silent Generation
. Baby Boomers
. Generation X

Millennials

% AGREE

As 401(k) plans have become the predominant employer-
sponsored retirement plan for private sector workers,
there is a high level of agreement that pensions are
better at providing retirement security (Figure 19).

Figure 19: There is broad agreement
across generations that pensions
provide better retirement security than
401(k) plans.

To what extent do you agree or disagree: Pensions do more
to help workers achieve a secure retirement as compared
to retirement savings plans.

. Silent Generation
. Baby Boomers

. Generation X

Millennials

% AGREE

All generations strongly agree that U.S. workers

should have access to a pension plan to ensure their
independence in retirement, again with the Silent
Generation (83 percent) holding the strongest sentiment
(Figure 18).

Figure 18: All generations are in strong
agreement that everyone should have a
pension.

To what extent do you agree or disagree: | believe that all
workers should have access to a pension plan so they can
be independent and self-reliant in retirement.

. Silent Generation

. Baby Boomers
. Generation X

Millennials

% AGREE
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V. THERE IS STRONG AGREEMENT ACROSS GENERATIONS THAT
POLICYMAKERS NEED TO DO MORE TO IMPROVE AMERICANS'

RETIREMENT PROSPECTS.

Across generational lines, Americans say that national

policymakers don't seem to grasp the retirement savings

struggle (Figure 20).

Figure 20: All generations
overwhelmingly agree policymakers
don't understand the retirement
savings struggle.

To what extent do you agree or disagree: Leaders in
Washington do not understand how hard it is for workers
to save enough for retirement.

. Silent Generation
. Baby Boomers
‘ Generation X

Millennials

% AGREE

'Three-fourths of all generations agree that Washington
leaders need to give retirement a higher priority (Figure
21).

Figure 21: About three quarters of all
generations agree that Washington
leaders need to give retirement a
higher priority.

To what extent do you agree or disagree: Leaders in
Washington need to give a higher priority to ensuring
more Americans can have a secure retirement.

‘ Silent Generation
. Baby Boomers
' Generation X

Millennials

% AGREE
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CONCLUSION

The US. is facing a retirement savings crisis that likely is
worsening thanks to yet another economic crisis. Except for
wealthier Americans, the typical working American is not
on track to maintain their standard of living in retirement.
The retirement savings shortfall can be attributed to many
factors, including the move away from pensions, stagnant
wages, and a lack of employer sponsored plans. Also, cuts to
Social Security benefits and skyrocketing costs for health,
long-term care and housing in retirement are exacerbating
the retirement crisis.

METHODOLOGY

Conducted by Greenwald Research, information for this
study was collected from online interviews between
December 4-10, 2020. A total of 1,203 individuals aged
25 and older completed the survey. The final data were
weighted by age, gender, and income to reflect the
demographics of Americans aged 25 and older. The sample
was selected using Dynata, an online sample provider.
Tabulations in some of the charts may not add up to 100,
due to rounding.

n

This research offers an assessment of Americans views
about retirement across generational lines. The research
finds that all generations are worried about retirement, and
there is strong support for pensions and Social Security.
While there are significant differences in many specific
areas, there is generational agreement that national
lawmakers need to step up and do more to help Americans
prepare for retirement.

For the purposes of this research, Millennials include those
ages 25 to 43, Generation X includes those ages 44 to 55,
Baby Boomers include those ages 56 to 74, and the Silent
generation includes those age 75 or older.
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OVERVIEW

In 2016, Millennials became the largest generation in the
U.S. labor force. More than one in three participants in the
workforce are Millennials, born between 1980 and 1995. As
of 2017, 56 million Millennials in the U.S. were working or
seeking employment, surpassing Generation X and Baby
Boomers.!

Millennials are employed in both the public and private
sectors. According to the U.S. Bureau of Labor Statistics, more
than 22.5 million U.S. workers are government employees. As
of December 2019, 2.8 million workers serve at the federal
level, 5.1 million are at the state level, and 14.6 million work
for local government.? In 2019, 32 percent of state and local

employees were Millennials.®

At the same time, a key challenge facing employers—including
state and local employers—is recruiting and retaining
employees, who increasingly are Millennials. Keeping jobs
filled at the state and local level is particularly important
given that these workers perform crucial job functions that
serve the public—in fields from public safety to healthcare to
education. A recent report calculated a widening gap between
the number of open jobs in state government and the number
of applicants. From 2013 through 2017, job postings in 27
states increased 11 percent, while the number of applicants
plummeted 24 percent. This report also identified several
factors contributing to the widening gap, including changes
in workforce expectations among younger generations, less-
competitive government salaries, rising competition from the
private sector, and negative perceptions about working for

government.*

Another complicating factor for state and local employers is
the U.S. labor market. The unemployment rate remains at
historic lows. In December 2019, the U.S. Labor Department
reported the unemployment rate held at 3.5 percent, which

is even lower than the 3.9 percent jobless rate a year earlier.®

In fact, state and local governments report that they continue
to face steep challenges filling a wide array of positions, with

policing, engineering, information technology, and emergency

dispatch as the positions that are hardest to fill. Moreover,
public workforce needs are predicted to increase, with a
projected growth of 3.8 percent among state employees and
7.4 percent among local employees from 2016 to 2026.¢

A tool that both public and private sector employers utilize to
attract and retain workers is the employee benefits package.
Most state and local government employees are offered
healthcare and retirement benefits. In 2019, retirement
benefits were available to 91 percent of state and local
government workers, including defined benefit (DB) and
defined contribution (DC) plans, and some 89 percent have

access to medical care benefits.’

These benefits can be appealing for those seeking a career in
state or local government and could position employers to be
more competitive as compared to salaries in the private sector,
particularly for Millennials. But, state and local government
employers are not necessarily improving health and retirement
benefits to address public sector workforce challenges. Instead,
many jurisdictions have changed their health or retirement

plans, shifting more risks and/or costs to employees.®

Against this backdrop, the National Institute on Retirement
Security (NIRS) commissioned a national public opinion
survey to develop a deep understanding of the views of state
and local public employees regarding their jobs, pay and
benefits. Released in November 2019, Szate and Local Employee
Views on Their Jobs, Pay and Benefits found that retirement and
healthcare benefits are critically important job features for
state and local employees, more so than salary. It also found
that these benefits are viewed as a powerful recruitment
and retention tool, with nearly all state and local workers
(93 percent) saying that pensions incentivize public workers
to have long public service careers, and 94 percent agreeing
that a pension is a good tool for both attracting and retaining

employees.’

This issue brief provides a deeper analysis of the November
2019 NIRS research, drilling down to examine the views of
Millennials working in state and local government.
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The Millennials survey data reveals that:

1. Despite knowing they could earn a higher salary in
the private sector, Millennials working in state and
local government are satisfied with their jobs and

total compensation.

2. State & local government Millennial employees
are planning to stick with their current job, but
changing their benefits might push some out the
door.

3. Millennials working in state and local government
are highly supportive of pensions, and they see the

advantages of their benefits beyond retirement.

4. State and local government Millennial employees
feel confident about their retirement, but worry

about cuts or changes to benefits.

5. State and local government Millennial workers say

eliminating pensions has negative consequences.

Conducted by Greenwald & Associates, information for this
study was collected from online interviews between August
22 through September 12, 2019, of public sector employees
aged 18 and older. All employees surveyed were required to be

currently participating in a pension plan at their job.

I. DESPITE KNOWING THEY COULD EARN A HIGHER
SALARY IN THE PRIVATE SECTOR, STATE & LOCAL
GOVERNMENT MILLENNIAL EMPLOYEES ARE SATISFIED
WITH THEIR JOBS AND TOTAL COMPENSATION.

Among a sample of Millennials working in state and local
government, the vast majority (84 percent) are satisfied with
their job (Figure 1). In contrast, a 2016 Gallup poll found
that among the broader population of Millennials, only 29%
are engaged at work, which means that “only about three in
ten are emotionally and behaviorally connected to their job
and company.” That same Gallup poll found the majority of
millennials (55 percent) are not engaged in their jobs.!

This high job satisfaction number at the state and local level
might be explained by the fact that Millennials say they want
a purpose when it comes to their jobs, which often comes
with public service positions. Millennials say their work must
have meaning, that they want to work for organizations with
a mission and purpose, and they want more than a paycheck."

Figure 1: 84 percent of Millennials
working in state and local government are
satisfied with their current job.

Overall, how satisfied are you with your current job?

3% 2%
\

Very Satisfied

Somewhat Satisfied

Neither Satisfied or
Dissastisfied

84%

Satisfied

Somewhat Dissatisfied

Very Dissatisfied

2 National Institute on Retirement Security



When asked about job features that are important when
making jobs decisions, there were five job features that more
than 60 percent of Millennials working in state and local
government rated as very important: job security (72 percent);
health insurance (69 percent); salary (68 percent); work-life
balance (67 percent); personal satisfaction (66 percent); and
retirement benefits (65 percent) (Figure 2).

In the public sector, salaries typically are lower than those in
the private sector for employees with comparable education
and experience, which can make it difficult for state and local

government employers to compete with the private sector

for talent.’? According to the Center for State and Local
Government Excellence, only about half of state and local
employers reported that they offer competitive pay.”®

When it comes to public sector benefits, most state and
local employers offer healthcare and retirement benefits.
Retirement benefits are available to 91 percent of state and
local government workers, including pensions and individual
savings accounts, and some 89 percent had access to medical
care benefits in 2019." These benefits can be considered
attractive to those working in state or local government, often
times compensating when salaries are less competitive than in

the private sector.

Figure 2: Job security, salary, health insurance and work-life balance are very important
job features for Millennials in state and local government when making job decisions.

When making job decisions, how important are the following job features to you?

. Very Important . Somewhat Important
Job Security

Health Insurance
Salary

Work-Life Balance
Personal Satisfaction
Retirement Benefits
Paid Vacation

Career Advancement

Not Too Important

Not At All Important
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When asked about their total compensation (salary plus
benefits), the vast majority of Millennials (80 percent) in state
and local government say that their compensation package is

competitive (Figure 3).

However, only about one-fourth of Millennials in state and

local government see their salary as very competitive (Figure

4).

In fact, most Millennials in state and local government (80
percent) believe they could earn a higher salary working in the
private sector (Figure 5).

When it comes to retirement benefits, state and local
Millennials say their retirement benefits are more competitive
than salaries offered by state and local governments. Some
90 percent of Millennials see their public sector retirement

benefits as competitive (Figure 6).

Figure 3: Most Millennials (80 percent) working in state and local government say their

total compensation is competitive.

Do you think the overall compensation package (including salary, retirement benefits, and other benefits) offered by your current employer is

competitive with the labor market?

evd

Figure 4: About one quarter of Millennials in state and local government view their

salary as very competitive.

Do you think the salaries offered by your current employer are competitive with the labor market?

. Yes, Very Competitive . Yes, Somewhat Competitive

Millennial State &
Local Employees

No, Not Competitive
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Figure 5: Most Millennials (80%) in state
and local government believe they could
earn a higher salary in the private sector.

To what extent do you agree or disagree with each of the following
statement? | could make a higher salary working in the private sector.

4%
|

. Strongly Agree

. Somewhat Agree

80% 38%

Agree

Somewhat Disagree

Strongly Disagree

Moreover, state and local Millennials have a high level of
satisfaction with their retirement benefits—at 87 percent.
This is substantially higher than their salary satisfaction (60
percent). (Figure 7). Importantly, pensions are a key factor in
making the compensation package competitive for Millennial
employees (Figure 8).

Despite this employee satisfaction with retirement benefits,
state and local government employers are not necessarily
improving or increasing retirement benefits to address growing
public sector workforce needs. Instead, many jurisdictions
have changed their health or retirement plans, shifting more
costs to employees.”

Figure 6: The vast majority of Millennials (90 percent) see their retirement benefits as

competitive.

Do you think the retirement benefits offered by your current employer are competitive with the labor market?

L
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Figure 7: Millennials working in state and local government are satisfied with their
job security and benefits, but less satisfied with their salary and career advancement.

How satisfied are you with the following aspects your current job?

. Very Satisfied . Somewhat Satisfied . Neither Satisfied Nor Dissatisfied Somewhat Dissatisfied Very Dissatisfied

Paid Vacation ) 2
K
Job Security ) 2
N EQ
My Gt T
Work-Life Balance m
(3%
Retirement Benefits m
Health Insurance =
Personal Satisfaction =
Career Advancement

Salary

Figure 8: Only 27% of Millennial state and local employees say a compensation
package without a pension is very competitive.

Do you think the overall compensation package offered by your current employer would be as competitive as it is if it did not include a
pension and instead provided a retirement plan where the responsibility was on you to save for retirement?

. Yes, Very Competitive . Yes, Somewhat Competitive No, Not Competitive

Milennias
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II. STATE & LOCAL GOVERNMENT MILLENNIAL
EMPLOYEES ARE PLANNING TO STICK WITH
THEIR CURRENT JOB, BUT CHANGING THEIR

BENEFITS MIGHT PUSH SOME OUT THE DOOR.

A narrative has emerged that Millennials are “job hoppers,”
constantly changing jobs in search of better job satisfaction,
career advancement or other reasons. However, data indicate
that such a characterization of this generation seems to be

unfounded.

A Pew analysis finds that Millennials are just as likely to
stick with their employers as compared to their GenX
counterparts. And among Millennials who are college-
educated, this generation has longer track records with
their employers as compared to that of GenX workers when
accounting for age.'®

When looking at Millennials working in state and local
government, it appears that Millennials intend to stick with
their jobs for the long-term. Most Millennials (85 percent)
in state and local government say that they plan to stay in
their job until they retire or can no longer work (Figure 9).

It is important to note that many public sector jobs—law
enforcement, firefighting and teaching—often are considered
to be career professions. More than half (58 percent) of
state and local public employees work in education, while
13 percent work in public safety, and 12 percent work in
health and safety.!” It also is important to note that most
state and local workers have defined benefit pensions, and
those benefits are structured to encourage employees to stay
in their jobs for a career.’

As discussed earlier, state and local employees are satisfied
with their retirement benefits, and Millennials say benefits are
a reason they chose their jobs and why they stay. Some 78
percent of Millennials working in state and local government
say their healthcare benefits is one reason they chose a position
in the public sector. And if those benefits were cut, 77 percent
(Figure 10) say they would be more likely to leave their job
(Figure 11).

Figure 9: Most Millennials (85%) in state
and local government plan to stay in their
job until they retire or can’t work.

Are you planning to stay with your current employer until you are either
eligible for retirement or can no longer work?

Figure 10: Healthcare benefits is areason
why 78 percent of Millennials chose to
work in the public sector.

Healthcare benefits is one reason | selected a public sector job.

. Strongly Agree
. Somewhat Agree

Somewhat Disagree

/8%

Agree

Strongly Disagree
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Figure 11: 77 percent of Millennials working

in state and local government say they
would be more likely to leave their job if
their healthcare benefits were cut.

If my healthcare benefits were cut, | would be more likely to leave my job.

. Strongly Agree
. Somewhat Agree

Somewhat Disagree

77% 38%

Agree

Strongly Disagree

Interestingly, nearly three-fourths of Millennials in state and
local government (73 percent) indicate that pensions also are
a significant reason they selected their job, slightly higher
than Generation X and Baby Boomers—both at 70 percent
(Figure 12).

Similarly, a high number of Millennials (84 percent) say that
a pension benefit is the reason they stay in a state and local
government job. Those numbers are similar for Generation X

(91 percent) and Boomers (84 percent) (Figure 13).

Similar to healthcare benefits, Millennials say that cutting
their pension benefits would make them more likely to leave
their state or local government job (71 percent) (Figure 14).

Figure 12: Similar to other generations, a pension is areason that 74 percent
of Millennials in state and local government selected a public sector job.

A pension benefit is a major reason | chose a public sector job in the first place.

. Strongly Agree

. Somewhat Agree

Somewhat Disagree

Strongly Disagree

Figure 13: Similar to previous generations, a pension is a reason 84 percent of

Millennials stay in their state/local jobs.

A pension benefit is a major reason why | stay in the public sector job | have now.

. Strongly Agree

. Somewhat Agree

Somewhat Disagree

Strongly Disagree
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Also, the overwhelming majority of Millennials in state
and local government (92 percent) say that pensions are an
effective means for keeping them on the job (Figure 15).

A few states have looked at switching public employees from
defined benefit pensions to defined contribution 401(k)-style
accounts. This issue played out in Palm Beach, Florida, when
substantial changes were made to the pension plans offered
to the town’s employees. Case study research details the 2012
decision by the Palm Beach Town Council to close its existing
defined benefit pension systems for its employees, including
police officers and firefighters. The new retirement plans
offered dramatically lower pension benefits and new individual
401(k)-style defined contribution accounts. Following a
large, swift exodus of public safety employees to neighboring
employers, the town reconsidered the changes and voted to
abandon the defined contribution plans and to improve the
pension plan.”” Another example is West Virginia, a state that
closed its teacher pension plan and switched to 401(k)-style
plans, only to re-open it when the switch failed to resolve
plan funding issues and teachers were falling far short in their

retirement savings targets.?

Thus, it makes sense that the majority of state and local
Millennials (59 percent) say that significant changes to their
pension benefit would increase the likelihood that they would
leave their job (Figure 16).

This support for pensions can perhaps be attributed to the
fact that Millennials value these retirement benefits given that
most Millennials are falling short when it comes to saving
for retirement. When looking at the broader population of
Millennials, many have nothing saved for retirement, and
most of those who are saving are not saving nearly enough.
Many factors are contributing to Millennials’ retirement
savings challenges—from low wages and college debt to the

lack of eligibility to participate in employer retirement plans.?

In contrast, most state and local government positions provide
employees with access to retirement plans, and contributions
are made by employees and employers throughout an
employee’s career. Once retired, most state and local employees
receive a stable and modest retirement benefit for a pension
each month, and that benefit does not run out.

Figure 14: 71 percent of Millennials say
they would be more like to leave their
state/local job if their pension were cut.
If my pension benefit were cut, | would be more likely to leave my job.

. Strongly Agree

Somewhat Agree

/1%

Agree

Somewhat Disagree

Strongly Disagree

Figure 15: Pensions are an effective way
to retain state and local employees
according to 92 percent of Millennial
state and local employees.

Do you think offering a pension is an effective way for an employer to
retain current public employees?

. Yes, Very Effective

92%

. Yes, Somewhat Effective
Effective
No, Not Effective

Figure 16: If a pension benefit were
switched to an individual savings account,
most Millennials (59 percent) in state and
local government would be more likely to
leave their job.

If my pension benefit were switched to an individual savings-based
account, | would be more likely to leave my job.

. Strongly Agree

. Somewhat Agree

59%

Agree

Somewhat Disagree

Strongly Disagree
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I1l. MILLENNIALS WORKING IN STATE AND LOCAL
GOVERNMENT ARE HIGHLY SUPPORTIVE OF
PENSIONS, AND THEY SEE THE ADVANTAGES OF
THEIR BENEFITS BEYOND RETIREMENT.

Pensions are group-based retirement plans that are widely
available in the public sector, and also available in the
private sector. In 2016, 27.9 million U.S. retirees and their
beneficiaries received pension benefits, of which 10.7 million
receive state and local pension income.”? Most state and
local employees contribute to their pension each pay period
throughout their career, and they receive a monthly retirement
benefit that lasts throughout retirement. For about 25 percent
of state and local workers, their pension benefit is particularly

important because they are not eligible for Social Security.?

When asked their views on pensions, recent research found
that Americans are highly positive on the role of pensions
in providing retirement income. In March 2019, national
polling found that 77 percent of Americans have a favorable
view of pensions. Americans also saw the value of pensions in
terms of their role in ensuring American workers can be self-
reliant and independent in retirement, rather than turning to

families or government to help meet their basic needs.**

When examining Millennials views on pensions, the views
again were highly favorable. Some 97 percent of Millennials
in state and local government have favorable views of pensions
(Figure 17).

When asking Millennials in state and local government about
the features of pensions, they say that income that lasts through
retirement (82 percent) and monthly checks (79 percent)
are very important features (Figure 18). Other features of
pensions that rank particularly high amongst Millennials are
that pensions allow employees to focus on their jobs rather
than worrying about retirement (67 percent), participation is
automatic via payroll deduction (66 percent), and pensions
offer survivor benefits (64 percent) and death and disability
benefits (61 percent).

Figure 17: Nearly all Millennials (97
percent) working in state and local
government have a favorable view
of pensions.

How would you describe your overall view of pensions?
3%\ </0.5%

. Very Favorable

. Somewhat Favorable

97%

Favorable Somewhat Unfavorable

Very Unfavorable
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Research conducted by Milliman found that public employees
with retirement plan choice overwhelmingly choose defined
benefit pension plans over defined contribution 401(k)-type
individual accounts. Among the eight states studied that
offer employees such a choice, the pension take-up rates in

2015 were 80 percent or higher in six states. Two of the plans

studied had pension take-up rates higher than 95 percent,
while Florida and Michigan had take-up rates of 76 percent
and 75 percent, respectively. This research also found that even
when the retirement plan default option favors a DC plan,

most employees still select a pension plan.?
ploy p p

Figure 18: Lasting income, and a monthly check are the most important features of
pensions for Millennials in state and local government.

How important are these features of pensions?

. Very Important . Somewhat Important

Provides income that
lasts through retirement

Atretirement, employees
receive a check each month

It allows employees to focus
on their job rather than
worrying about retirement

Participation is automatic
with payroll deductions

Provides survivor benefits

Provides death and
disablity benefits

Employees and employer share
the funding responsibility

Encourages employees to stay
with an employer for a career

Employees don't have
to manage investments

Not Too Important

Not At All Important

[ 2% |

m
1%

T
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Given this and other research that finds public employees
value their pension, it is not surprising that more than three-
fourths of Millennial state and local employees (77 percent)
say that they prefer pensions over 401(k) accounts (Figure 19).
As state and local employers face issues recruiting and
retaining employees to deliver important public services, the
issue of benefits comes into play. As discussed earlier, benefits
are highly valued by state and local workers. But how much
of a factor are they when it comes to recruiting and retaining

Millennials in the public workforce? According to employees,
these benefits play a significant role.

Clearly, Millennials see the value of pensions beyond providing
retirement security. Some 92 percent of state and local
Millennials agree pensions serve a role in incentivizing long
public service careers (Figure 20). Additionally, 94 percent
say that pensions serve as effective tools for recruiting new

employees to state and local government jobs (Figure 21).

Figure 19: More than three-fourths of
Millennials working in state and local
government say that a pension is better
than a 401(k).

To what extent do you agree or disagree with each of the following
statement? A pension is better than a 401(k) at maintaining one's
standard of living in retirement.

. Strongly Agree
7 7% . Somewhat Agree
Ag ree Somewhat Disagree
48%

Strongly Disagree

Figure 20: The vast majority (92 percent)
of state and local government Millennial
employees say a pension incentivizes a
long public service career.

To what extent do you agree or disagree with the following statement?
Pensions incentivize public workers to have long careers in public

service. 2%

. Strongly Agree
92% . Somewhat Agree

Somewhat Disagree

Agree

Strongly Disagree

Figure 21: Nearly all Millennials (94 percent) working in state and local government say
a pension is a good tool to recruit new employees.

Do you think offering a pension is an effective way for an employer to recruit new public employees?
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IV. STATE AND LOCAL GOVERNMENT MILLENNIAL
EMPLOYEES FEEL CONFIDENT ABOUT THEIR
RETIREMENT, BUT WORRY ABOUT CUTS OR

CHANGES TO BENEFITS.

Public opinion research conducted in March 2019 found that,
in overwhelming numbers, Americans are worried about their
ability to attain and sustain financial security in their older
years. Three-fourths of Americans said that the nation faces
a retirement crisis, 70 percent said the average worker cannot
save enough on their own to guarantee a secure retirement,
and 65 percent said it is likely they will have to work past
retirement age to have enough money to retire.

That same research found that Millennials are the most
pessimistic generation, with 72 percent concerned about
achieving financial security in retirement. Also, Millennials
are the generation most likely to believe they will have to
work past normal retirement age (77 percent) to have a secure
retirement. The polling also revealed that more than half of
Millennials are willing to save five percent or more to help
ensure a financially secure retirement, which is more than

double the response for that level of savings from Boomers

and GenX.

And those worries aren’t unfounded. Changes to the U.S.
retirement infrastructure during the past several decades have
put retirement in peril for many working Americans. When
all working individuals are included, the typical American has

zero dollars saved for retirement.?’

Moreover, only a small percentage of older Americans, seven
percent, receive income from Social Security, a defined benefit
pension, and a defined contribution account. Retirement
income from these three sources is widely considered to be the
ideal situation to ensure retirement security, particularly for
the middle class. Retirees with these three sources of income
are far less likely to face poverty and economic hardship. Also,
a large portion (40 percent) of older Americans only receive
Social Security income in retirement. Social Security alone is
not considered sufficient for a secure retirement, and it was

not intended to stand alone. Typically, benefits from Social

Figure 22: Most Millennials (74 percent)
working in state and local government say
they will be financially secure in
retirement.

How confident are you that you will be financially secure in retirement?

. Very Confident

. Somewhat Confident

74%

Confident

Not Too Confident

Not At All Confident

Figure 23: Millennials and GenXers
working in state and local government are
contributing to supplemental savings at a
higher level than Baby Boomers.

Are you currently contributing money to an employer-based retirement
savings plan that allows you to make contributions from your salary to
an individual account set up in your name, such as a 401 (k), tax-deferred
annuity or 403(b), 457, or thrift savings plan?

. Yes

. Don't Know

75%

Gen X

Millennials Boomers
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Security replace approximately 40 percent of pre-retirement
income. Most financial planners recommend at least a 70
percent income replacement rate for retirees, while others say
this should be even higher given longer lifespans and rising
health costs.?

In contrast, most Millennials (74 percent) working in state
and local government say they are confident that they will
be financially secure in retirement (Figure 22). This may be
because state and local employees typically have access to
pensions, individual savings and Social Security (although
about 25 percent of state and local employees are not eligible

to participate in Social Security).

Interestingly, Millennial state and local employees seem to
be committed to saving for retirement beyond their pension
benefit. Some 82 percent are saving in supplemental defined
contribution savings plans offered by their employers, more
than even Baby Boomers who are approaching retirement (75
percent) (Figure 23).

Most Millennials in state and local government (69 percent)
also are confident that they will be able to maintain their
standard of living in retirement (Figure 24). Also, nearly
all Millennial state and local employees (92%) agree that a
pension with guaranteed lifetime provides peace of mind in
retirement (Figure 25). Millennials also say that to ensure

they will have a secure retirement, they plan to pay down debt
(Figure 26).

Butoneareaofretirement concern forstate and local Millennials
is potential cuts to their pension. For state and local pensions,
substantial changes to the plans and their financing were made
to ensure their sustainability following the Great Recession.
Since 2009, nearly all states have enacted reforms to their
pension plans.?’ The changes included pension benefit cuts

such as reducing benefit multipliers, increasing the retirement

Figure 24: Most Millennials (69 percent)

working in state and local government are
confident they will be able to maintain their
standard of living throughout retirement.

How confident are you that you will be able to maintain your standard
of living throughout retirement?

Very Confident

Somewhat Confident

69%

Confident

Not Too Confident

Not At All Confident

Figure 25: Nearly all state and local
government Millennial employees (92
percent) agree that a pension with
guaranteed lifetime income provides
peace of mind in retirement.

To what extent do you agree or disagree that having guaranteed
lifetime income from a pension gives you peace of mind?

Strongly Agree

Somewhat Agree

92% e

Somewhat Disagree

Agree

Strongly Disagree

Figure 26: Most Millennials (83 percent)
working in state and local government
plan to pay down debt to ensure
financial security in retirement.

Which of the following, if any, do you plan to do to help ensure a
financially secure retirement? Paying down debt.

-

. Yes

No

. Don't Know
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age, reducing cost-of-living adjustments, or increasing the
employee contribution rate. So, it is not surprising that state
and local employees express concern about cuts to their
retirement benefits. Some 85 percent say they are concerned
about potential pension benefit cuts (Figure 27).

Most state and local public pension plans are well-funded
and on course to pay retirement benefits for decades into the
future. A recent analysis from the Boston College Center for
Retirement Research found that the top third of state and
local pension plans have an average funded ratio of 90 percent,
and the average funded ratio for the middle third of plans
has remained relatively steady at about 70 percent since the
financial crisis. The average funded ratio for the bottom third

of state and local pension plans is 55 percent.*

Often times when plans run into funding challenges, the
culprit is the failure of policymakers to consistently pay
the required contributions to the retirement plans, even
though employees are required to make their contributions.
Accordingly, state and local government Millennial employees
express concern about government officials underfunding
their pension contributions, with some 84 percent concerned
about the funding of their pensions (Figure 28).

Also, more than three-fourths of state and local Millennial
employees (77 percent) say they are concerned about cuts
to their cost-of-living adjustments (COLAs) (Figure 29).
COLAs are changes in a monthly retirement benefit to
account for increasing prices that help sustain the purchasing
power of a pension benefit throughout retirement. Rising
prices and inflation can quickly erode retirement income,
even to the point that a retirement benefit that is adequate
to pay monthly expenses at the beginning of retirement can
become inadequate over time.! According to the National
Association of State Retirement Administrators (NASRA),
three-fourths of state and local government pension plans
provide some form of an automatic cost-of-living-adjustment.
Other types of public sector plans have “ad hoc” COLAs that
require specific action by the plan sponsor or “investment-
based” COLAs that increase benefits when the pension fund’s

investment performance surpasses a designated benchmark.*

Figure 27: Most Millennials (85 percent)
working in state and local government are
concerned about possible pension cuts.

How concerned are you about the following issues as related to
pensions? Cuts to retirement benefits.

2%2%
\ |/

\
85%

Concerned

Very Concerned

Somewhat Concerned

Not Too Concerned

Not At All Concerned

Not Sure

Figure 28: Most Millennials (84 percent)
working in state and local government
are concerned about government officials
underfunding pension plans.

How concerned are you about the following issues as related to
pensions? Government officials underfunding the plans.

o
84%

Concerned

Very Concerned

Somewhat Concerned

Not Too Concerned

Not At All Concerned

Not Sure

Figure 29: More than three-fourths (78
percent) of Millennials working in state

and local government are concerned about
COLA cuts.

How concerned are you about the following issues as related to
pensions? Cuts to Cost of Living Adjustment (COLA).

R\

/8%

Concerned

Very Concerned

Somewhat Concerned

Not Too Concerned

Not At All Concerned

Not Sure
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V.STATE AND LOCAL MILLENNIALS SAY ELIMINATING
PENSIONS HAS NEGATIVE CONSEQUENCES.

Pensions do more than provide employees with retirement
security. They also serve as workforce tools to recruit and

retain employees.

Pension plans have existed in the United States since the
19th century. In the private sector, the first pension plan
was introduced in 1875 by the American Express Company,
and over time, many private sector employers saw the value
of offering pensions as a human resource tool to recruit and
retain employees.®® In the public sector, research finds that
pensions are unique in that they provide a financial incentive
for employees to stay on the job. As a result, employers have
more experienced workers to deliver important services, which
ultimately benefits taxpayers.**

Millennials
overwhelming

working in state and local government

agree that eliminating pensions has
consequences. Nearly all agree (92 percent) that eliminating
pensions will weaken government’s ability to recruit and
retain workers to deliver public services (Figure 30). Also,
the vast majority of these Millennials surveyed (86 percent)
say that eliminating pensions will weaken public education
(Figure 31). And most Millennials (82 percent) in state and

local government agree that eliminating pensions will weaken

public safety (Figure 32).

Figure 30: Nearly all Millennials (92
percent) in state and local government say
eliminating pensions will weaken
government’s ability to recruit and retain
workers to deliver public services.

Eliminating pensions for public sector employees will weaken the ability
of governments to attract and retain qualified workers to deliver public
services.

. Strongly Agree

Somewhat Agree

92%

Somewhat Disagree

Agree

Strongly Disagree

Figure 31: The vast majority of Millennials
(86 percent) in state and local government
say eliminating pensions will weaken public
education.

Eliminating pensions for public sector employees will weaken the U.S.
education system.

. Strongly Agree
[]

Somewhat Agree

86%

Somewhat Disagree

Agree

Strongly Disagree
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Figure 32: The vast majority of Millennials
(82 percent) in state and local government
say eliminating pensions will weaken public
safety.

Eliminating pensions for public sector employees will weaken public
safety. 39
|

Strongly Agree

Somewhat Agree

82%

Somewhat Disagree

Agree

Strongly Disagree

CONCLUSION

In 2016, Millennials became the largest generation in the
U.S. labor force. More than one-in-three participants in the
workforce are Millennials, born between 1980 and 1995. It
is vital to be aware of the views of these Millennials, as they
now account for nearly 32 percent of the U.S. state and local
government workforce.

local

government employers—are facing challenges recruiting

Simultaneously, employers—including state and
and retaining employees, including Millennials, in a tight
labor market. For state and local employers, attracting and
retaining workers is fundamental to delivering public services
in fields from public safety to healthcare to education. Further
complicating workforce issues for state and local governments
is that it is hard to compete with the private sector on salary,
retirements are increasing, and there is a growing demand for

public services.

A national survey on Millennials working in state and local
government reveals that job benefits are a key tool employers
can rely upon to recruit and retain Millennials. More
specifically, the research finds that Millennials are:

® Satisfied with their jobs and total compensation
despite knowing they could earn a higher salary in
private sector

¢ Planning to stick with their current job, but
changing their benefits might push some out the

door.

® Highly supportive of pensions, and they see the

advantages of these benefits beyond retirement.

® Confident about their retirement outlook, but

worry about cuts or changes to their benefits.

¢ In agreement that eliminating pensions has

IngthiVC consequences.

This research is intended to help government employers and
policymakers make informed decisions related to the public
workforce and their employee benefits. Given the value that
Millennials place on their benefits, policymakers should use
caution when modifying benefits, as such changes could have
the unintended consequence of driving Millennials out the
door and harming public services.
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METHODOLOGY

Conducted by Greenwald & Associates, information for this
study was collected from online interviews between August 22
through September 12, 2019. Sample was selected using two
online panel providers: Dynata and OpinionRoute. A total of
1,118 public sector employees aged 18 and older completed
the survey, including 362 teachers, 284 police officers, 204
firefighters and 268 other public sector employees. All
employees surveyed were required to be currently participating
in a pension plan at their job.

The final data were weighted by age, gender, and personal
income to reflect the demographics within each of these
professions according to the Census Bureau’s 2018 Annual
Social and Economic Supplement to the Current Population
Survey. The results were also weighted to reflect the distribution
of these professions within the public sector workforce as a

whole.

ENDNOTES

1 Pew Research, “Millennials are the largest generation in the U.S.
labor force,” 2018.

2 US. Bureau of Labor Statistics, Current Labor Statistics
(National).

3 U.S. Census Bureau and the Bureau of Labor Statistics Current
Population Survey.

4 Accenture, “Job One: Reimagine the State Government
Workforce,” March 2019.

5 U.S. Bureau of Labor Statistics, “Employment Situation
Summary,” January 2020.

6 Center for State and Local Government Excellence, “Survey
Findings: State and Local Government Workforce: 2019 Survey,”
July 2019.

7 Bureau of Labor Statistics, “Employee Benefits in the United
States Summary”, September 19, 2019.

8 Center for State and Local Government Excellence, “Survey
Findings: State and Local Government Workforce: 2019 Survey,”
July 2019. Page 7.

9 National Institute on Retirement Security, “State and Local
Employee Views on Their Jobs, Pay and Benefits,” November
2019.

10 Gallup, “Millennials: The Job-Hopping Generation,” May 2016.
11 Gallup, How Millennials Want to Work and Live, 2016.

12 Boston College Center for Retirement Research, “Comparing
Compensation: State-Local Versus Private Sector Workers,”

September 2011.

13 Center for State and Local Government Excellence, “Survey
Findings: State and Local Government Workforce: 2019 Survey,”
July 2019.

14 Bureau of Labor Statistics, “Employee Benefits in the United
States Summary,” September 19, 2019.

15 Center for State and Local Government Excellence, “Survey
Findings: State and Local Government Workforce: 2019 Survey,”
July 2019.

16 Pew Research, “Millennials aren’t job-hopping any faster than
Generation X did,” April 2017.

17 United States Census Bureau, “State & Local Government
Snapshot,” February 15, 2018.

18 National Institute on Retirement Security, “Win-Win: Pensions

Efficiently Serve American Schools and Teachers,” October
2017.

18  National Institute on Retirement Security


https://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/
https://www.pewresearch.org/fact-tank/2018/04/11/millennials-largest-generation-us-labor-force/
https://www.bls.gov/charts/employment-situation/employment-levels-by-industry.htm
https://www.accenture.com/us-en/insights/public-service/job-one-reimagine-state-government-workforce
https://www.accenture.com/us-en/insights/public-service/job-one-reimagine-state-government-workforce
https://www.bls.gov/news.release/empsit.nr0.htm
https://www.bls.gov/news.release/empsit.nr0.htm
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://www.bls.gov/news.release/ebs2.nr0.htm
https://www.bls.gov/news.release/ebs2.nr0.htm
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://www.nirsonline.org/reports/state-and-local-employees-views-their-jobs-pay-and-benefits/
https://www.nirsonline.org/reports/state-and-local-employees-views-their-jobs-pay-and-benefits/
https://www.gallup.com/workplace/236474/millennials-job-hopping-generation.aspx
https://www.gallup.com/workplace/238073/millennials-work-live.aspx
https://crr.bc.edu/briefs/comparing-compensation-state-local-versus-private-sector-workers/
https://crr.bc.edu/briefs/comparing-compensation-state-local-versus-private-sector-workers/
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://www.bls.gov/news.release/ebs2.nr0.htm
https://www.bls.gov/news.release/ebs2.nr0.htm
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://slge.org/assets/uploads/2019/07/slge-workforce2019.pdf
https://www.pewresearch.org/fact-tank/2017/04/19/millennials-arent-job-hopping-any-faster-than-generation-x-did/
https://www.pewresearch.org/fact-tank/2017/04/19/millennials-arent-job-hopping-any-faster-than-generation-x-did/
https://www.census.gov/library/visualizations/interactive/state-local-snapshot.html
https://www.census.gov/library/visualizations/interactive/state-local-snapshot.html
https://www.nirsonline.org/reports/win-win-pensions-efficiently-serve-american-schools-and-teachers/
https://www.nirsonline.org/reports/win-win-pensions-efficiently-serve-american-schools-and-teachers/

19

20

21

22

23

24

25

26

27

National Institute on Retirement Security, “Retirement Reform
Lessons: The Experience of Palm Beach Public Safety Pensions,”
February 2018.

National Institute on Retirement Security, “Enduring Challenges:
Examining the Experiences of States that Closed Pension Plans,”
August 2019.

National Institute on Retirement Security, “Millennials and
Retirement: Already Falling Short,” February 2018.

National Institute on Retirement Security, “Pensionomics 2018,”
December 2018

National Association of State Retirement Administrators, Social
Security Coverage. https://www.nasra.org/socialsecurity.

National Institute on Retirement Security, “Retirement Insecurity

2019 Americans’ Views of the Retirement Crisis,” March 2019.

Millman, “Decisions, Decisions: An Update on Retirement Plan
Choices for Public Employees and Employers,” August 2017.

National Institute on Retirement Security, “Retirement Insecurity

2019 Americans’ Views of the Retirement Crisis,” March 2019.

National Institute on Retirement Security, “Retirement in
America | Out of Reach for Most Americans,” September 2018.

28

29

30

31

32

33

34

National Institute on Retirement Security, “Examining the Nest
Egg: The Sources of Retirement Income for Older Americans,”
January 2020.

National Association of State Retirement Administrators,
“Significant Reforms to State Retirement Systems,” December
2018.

Boston College Center for Retirement Research (CRR),
“Stability in Overall Pension Plan Funding Masks A Growing
Divide,” October 2018.

NRTA Pension Education Toolkit, “Cost of Living Adjustments.”

National Association of State Retirement Administrators, “Issue
Brief: Cost-of-Living Adjustments,” December 2018.

For a full discussion see 1. Boivie and C. Weller, 2012, “How
DB plans influence labor relations in the wake of the Great
Recession,” in D.J.B. Mitchell, Ed., Public Jobs and Political
Agendas: The Public Sector in an Era of Economic Stress, Labor
and Employment Relations Association Research Volume,
Cornell University Press, Ithaca, NY.

National Institute on Retirement Security, “Win-Win: Pensions
Efficiently Serve American Schools and Teachers,” October
2017.

Millennial State & Local Government Employee Views on Their Jobs, Compensation & Retirement 19


https://www.nirsonline.org/reports/retirement-reform-lessons-the-experience-of-palm-beach-public-safety-pensions/
https://www.nirsonline.org/reports/retirement-reform-lessons-the-experience-of-palm-beach-public-safety-pensions/
https://www.nirsonline.org/reports/enduring-challenges-examining-the-experiences-of-states-that-closed-pension-plans/
https://www.nirsonline.org/reports/enduring-challenges-examining-the-experiences-of-states-that-closed-pension-plans/
https://www.nirsonline.org/reports/millennials-and-retirement-already-falling-short/
https://www.nirsonline.org/reports/millennials-and-retirement-already-falling-short/
https://www.nirsonline.org/wp-content/uploads/2019/01/Pensionomics2018_final.pdf
https://www.nasra.org/socialsecurity
https://www.nirsonline.org/wp-content/uploads/2019/02/OpinionResearch_final-1.pdf
https://www.nirsonline.org/wp-content/uploads/2019/02/OpinionResearch_final-1.pdf
https://www.nirsonline.org/wp-content/uploads/2017/11/final_decisions_2017_report.pdf
https://www.nirsonline.org/wp-content/uploads/2017/11/final_decisions_2017_report.pdf
https://www.nirsonline.org/wp-content/uploads/2019/02/OpinionResearch_final-1.pdf
https://www.nirsonline.org/wp-content/uploads/2019/02/OpinionResearch_final-1.pdf
https://www.nirsonline.org/reports/retirement-in-america-out-of-reach-for-most-americans/
https://www.nirsonline.org/reports/retirement-in-america-out-of-reach-for-most-americans/
https://www.nirsonline.org/reports/coming-soon/
https://www.nirsonline.org/reports/coming-soon/
https://www.slge.org/assets/uploads/2018/10/2018-10-fundingbrief.pdf
https://www.slge.org/assets/uploads/2018/10/2018-10-fundingbrief.pdf
https://www.nirsonline.org/wp-content/uploads/2017/07/colas.pdf
https://www.nirsonline.org/2017/10/pensions-are-critical-tool-for-recruiting-retaining-teachers-offer-best-path-to-retirement/
https://www.nirsonline.org/2017/10/pensions-are-critical-tool-for-recruiting-retaining-teachers-offer-best-path-to-retirement/

—

——

NATIONAL INSTITUTE ON

Retirement Security

Reliable Research. Sensible Solutions.

1612 K Street, NW
Suite 500

Washington, DC 20006
www.nirsonline.org
info@nirsonline.org
tel: 202.457.8190

fax: 202.457.8191




DEBUNKING THE
JOB-HOPPING MYTH:

A Data-Driven Look at
Tenure and Turnover
Among Younger Workers

By Tyler Bond, Dan Doonan,
NATIONAL INSTITUTE ON and William Kenneally
Retirement Security

(SS—= Reliable Research Sensible Solutions. September 2025



DEBUNKING THE JOB-HOPPING MYTH: A DATA-DRIVEN LOOK AT TENURE AND TURNOVER AMONG YOUNGER WORKERS

ABOUT THE AUTHORS

Dan Doonan is executive director of the National Institute on Retirement Security. With the Board of Directors,
Doonan leads the organization’s strategic planning, retirement research, and education initiatives. He has more
than 20 years of experience working on retirement issues from different vantage points including an analyst,
consultant, trainer, and retirement plan trustee. Previously, he was a senior pension specialist with the National
Education Association. Doonan began his career at the Department of Labor as a mathematical statistician,
and also spent seven years conducting actuarial analyses with Buck Consultants in the retirement practice. His
experience also includes positions as aresearch director and labor economist. Doonan holds a B.S. in mathematics
from Elizabethtown College and is a member of the National Academy of Social Insurance. He is a frequent speaker

on retirement issues, including testimony before legislative bodies, and often is quoted in the news media.

Tyler Bond is the research director for the National Institute on Retirement Security (NIRS). He works with the
executive director to plan all NIRS research products. Since joining NIRS, Bond has authored or co-authored
numerous research reports, issue briefs, and fact sheets on a wide range of topics relating to retirement security. He

regularly speaks at conferences about NIRS research and testifies before policymakers.

Previously, Bond spent four years at the National Public Pension Coalition, where he directed the research program
and authored six original research reports. He also has held positions on Capitol Hill and at the Center on Budget
and Policy Priorities. Bond holds a B.A. in political science and philosophy from Indiana University and an M.A. in

public policy from The George Washington University. He is a member of the National Academy of Social Insurance.

William Kenneally is a business student at Temple University’s Fox School of Business and a research intern with the
National Institute on Retirement Security. He is pursuing a Bachelor of Business Administration in Actuarial Science
with an expected graduation in 2026. He has taken coursework focused financial mathematics and probability,
including Theory of Interest and Actuarial Probability. William is a member of Gamma Iota Sigma and the Society
of American Baseball Research. He also has experience in journalism as a former writer for The Cageliner at The
Edmund Burke School.

ACKNOWLEDGEMENTS

The authors are grateful for the comments, advice, and assistance provided by Anthony Begnoche and Kelly Kenneally.
The views in this report and any errors or omissions are those of the authors alone.



DEBUNKING THE JOB-HOPPING MYTH: A DATA-DRIVEN LOOK AT TENURE AND TURNOVER AMONG YOUNGER WORKERS 2

INTRODUCTION

There is a widespread belief that Millennial and Generation
Z workers switch jobs more often than Generation X
and Baby Boomers did during their early careers. This
perception has led some to cast doubt on the appeal
of defined benefit pension plans for today’s younger
workers because pensions often require longer periods of
continuous employment to earn full retirement benefits.

However, a careful analysis of employment data indicates
that Millennial and Generation Z employees are behaving
similarly as prior generations did at the same ages. In fact,
there is virtually no evidence that Millennials change jobs
more frequently than Generation X employees did when
they were younger.'

Younger workers changing jobs more frequently than older
workers is not a new phenomenon. Generation X and Baby
Boomers also tended to switch jobs more often when they
were early in their careers. In fact, available data show
that Millennial and Generation Z workers exhibit similar
job-changing patterns to those earlier generations at
comparable ages. The Employee Benefit Research Institute
(EBRI) has thoroughly documented the patterns in

employee tenure over decades and found similar results as
the findings of this research.” Some research even indicates
that Millennials are less likely to change jobs than Gen X
and Baby Boomers were at the same stage of life.®

Retention and quit rates appear to be primarily influenced
by factors beyond generational differences, such as
the strength of the job market and overall economic
conditions. In a strong economy, companies tend to hire
more and can offer more competitive wages, making it
easier for employees to change jobs. On the other hand,
during periods of economic uncertainty or limited job
opportunities, workers are often more cautious about
taking career risks or making job moves. According to the
Chicago Fed, there is “a strong and positive relationship
between the share of employed workers quitting their jobs
(quit rate) and the rate of wage and price inflation. Periods
of time when the quit rate increases often predate periods
of higher inflation.™

MEDIAN TENURE: A HISTORICAL
LOOK AT JOB RETENTION

When looking at job tenure data from the U.S. Bureau of
Labor Statistics (BLS), it is clear that shorter job tenure
among younger workers is not a new trend, and it’s largely
consistent across generations. While there has been some
overall decline in tenure, especially among older groups,
generational differences in job loyalty may be overstated.
Economic factors and job market dynamics likely play a
more significant role than generational attitudes alone.

Employees aged 25 to 34 years in 1983 were exclusively
Baby Boomers and their median job tenure was three
years. Employees between 25 and 34 years old in 2024, an

assortment of Millennials and Gen Z employees, recorded
a median job tenure of 2.7 years—which is higher than in
2000 (2.6 years). In other words, the median Baby Boomers
only stayed at their jobs for a few months longer when they
were young than Generation Z and Millennials in 2024.

The other age groups have followed a similar trend
throughout the last four decades. Thirty-five to 44-year-old
employees’ median tenure has remained consistent from
1983 to 2024. Figure 1 clearly depicts the fact that younger
people across generations have historically lower tenures
than employees older than them.
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Figure 1: Median Tenure By Age Group
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Additional research supports this claim. The Pew Research
Center found that “college-educated Millennials are sticking
with their jobs longer than their Gen X counterparts. About
75 percent of college-educated 25- to 35-year-olds (75% for
men and 74% for women) had worked for their employer at
least 13 months in 2016. In 2000, somewhat fewer college-
educated Gen X women (70%) had been on the job that long.
Among college-educated Generation X men, 72 percent had
similar tenure.” The same study also concluded that “the
increasing job tenure of college-educated Millennials is
consistent with a decline in employer switching among all
working-age adults since the 1980s”.6

In fact, if there is any real trend in the median tenure in
Figure 1, it is that older workers have shorter tenures today
than older workers in the past. This could be due to several
possible factors, including the decline of private-sector
pension plans that provide strong financial incentives to
stayin place until retirement, a decline in the percentage of
Americans working in manufacturing (where retention has
been consistently strong), or the fact that there are simply
more opportunities in today’s dynamic economy to find a
new job.

The bottom line: younger workers today are behaving
similarly to younger workers of previous generations.

The role of economic conditions in driving employee
turnover was illustrated during two recent major events:
the Great Recession of 2008 and the Covid-19 pandemic

shutdown of 2020 (Figure 2). During the Great Recession,
the employment rate (defined here by one minus the
unemployment rate) declined sharply and the quit rate fell
as the economy shed jobs. During this difficult economic
time job losses were widespread and hiring was slower
than it had been previously. Once the economy began to
recover, employment increased and the quits rate reverted
to more normal levels.

Following large initial job losses in the spring of 2020, the
quick rebound in the employment rate and sharp increase in
the quitrate from 2020to 2021 depicts the “Great Resignation.”
The “Great Resignation” refers to the unprecedented number
of workers who voluntarily left their jobs after the COVID-19
pandemic, often in search of better working conditions,
higher pay, or more meaningful employment. The nationwide
trend highlighted a shift in worker preferences amid a rapidly
changing labor market.” In retrospect, there were again
many jobs lost during the early months of the pandemic and
there may have been pent-up demand for switching jobs due
to a suppression of opportunity that resulted from efforts to
address health threats.

Differences in employee turnover also emerge across
different sectors and industries, whether it is public sector
versus private sector or across different industries within
the private sector.

Employee benefits are a significant factor in an employee’s
decision on whether to stay at their job or not. The public
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Figure 2: Annual Quit Rate vs Employment Rate Among All U.S. Workers
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Figure 3: Quit Rates: Private vs Public Sector Jobs
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sector tends to offer strong healthcare and retirement
benefits. For example, about 86 percent of state and local
government employees have access to a defined benefit
pension plan as compared to only 15 percent in the
private sector.® Additionally, 89 percent of state and local
government employees have healthcare benefits through

their employer, higher than the 72 percent in the private
sector.’ Despite lower average pay, public sector benefits
incentivize employees to stay in their jobs and reward long
careers, hence the historically higher private sector quit
rates seen in Figure 3.
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Figure 4: Quit Rates: Professional & Business Services vs Retail vs Manufacturing
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Figure 5: Pecrentage of American Workforce Employed in Manufacturing
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Even within the private sector, various industries see fieldslike consulting,legal, accounting, and administrative
different levels of workers voluntarily leaving their jobs.  support. This sector supports a wide range of industries and
Figure 4 depicts quit rates across three industries: isamajor source of high-skill jobs. Retail covers the sale of
Professional and Business Services, Retail, and goods to consumers through stores and online, including
Manufacturing. Professional and Business Servicesinclude  clothing, food, and electronics. It’s one of the largest U.S.
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employment sectors. Manufacturing involves producing
goods like cars, machinery, and electronics. While smaller
than in past decades, manufacturing remains crucial to
exports and innovation.

Job retention trends vary across these three industries.
The difference in quit rates between the manufacturing
industry and the professional services and retail industries
can be partly explained by the variation in employee
benefit offerings. The manufacturing industry sees
higher retention in part because it offers more robust
pay and benefits to its workers. As of 2021, 90 percent of
manufacturing workers have healthcare benefits and 84
percent have retirement benefits that are provided through
their job." Retail jobs rarely offer such comprehensive
benefits, which can contribute to higher quit rates.

Quit rates in the manufacturing industry have remained
steady despite the long-term decline in the number of
manufacturing jobs in the U.S. (Figure 5). This trend
suggests that American workers are not inherently less
loyal to their jobs, but rather that the U.S. economy has
been moving away from industries that historically have
emphasized long careers, like the manufacturing industry.

HAS THE ADVENT OF GIG WORK
SIGNIFICANTLY IMPACTED OVERALL
EMPLOYEE RETENTION RATES?

The emergence of the “gig economy” is another potential
component of the myth regarding Millennial and Gen Z
employee tenure. Gig work refers to short term, task based
jobs performed by independent workers often facilitated
by digital platforms. Workers are typically paid per task
or project (a “gig”) rather than receiving a regular salary
or wage, giving them flexibility but generally depriving
them of benefits and legal protections associated with
traditional employment.

There is a perception that younger Americans are quitting
their full-time jobs for gig work that provides work schedule
flexibility. But the data indicate that the vast majority of
gig workers only work a handful of hours each week to
provide a secondary source of income that supplements

a full-time job. According to the Pew Research Center, 16
percent of Americans have earned income as gig workers.
Among that 16 percent, only 31 percent report that their gig
job is their main job. Moreover, only eight percent of these
workers say they typically work 30 or more hours a week
on gig work. Full-time online gig workers only account for
roughly three percent of adults aged 18 and older living in
the U.S." Thus, there is no evidence to suggest that gig work
has shifted generational employment trends.
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CONCLUSION

The myth of the job-hopping Millennial or Gen Z worker
has had surprising resilience. Despite evidence that
younger workers today are behaving much the same as
younger workers did in the past, the idea that “young
people today change jobs more frequently and therefore
want more flexible’ benefits” is still often cited. A simple
look at readily available data shows that this is not true.
Younger workers always will have shorter average and
median tenures because they haven’t had the time to be
employed for as long, and younger workers will change
jobs more frequently than older workers as they look for
the job or career that is right for them. But these are not
new phenomena.

A BLS report found that late Baby Boomers held an average
of 12.7 jobs over their careers, but nearly half of those jobs
were held when they were ages 18 to 24."” This suggests that
Baby Boomers also changed jobs more frequently when
they were young. When these Baby Boomers started a job
when they were older than 25, they were more likely to stay
in that job for longer.

Employers, policymakers, and others involved in employee
benefit design and administration should beware of
ascribing overly broad and largely inaccurate beliefs to
specific groups of younger workers. The notion that workers
in the future would not be interested in a job perk such as a
defined benefit pension because they are likely to leave that
job quickly isn’t supported by the data. Retirement may not
be top of mind for a young worker with more immediate
financial concerns, but a robust retirement benefit is likely
something they will come to appreciate as they move
through life’s various stages, just as prior generations did.
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