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Dear Valued Global Benefits Community,

We are pleased to present the fifth edition of our Global Health Survey, now anchored in the
strategic discipline of Rational Transformations. This year, our focus is on how benefits leaders
can move with greater agility, and operational efficiency—without compromising the quality,
scope, or accessibility of employee benefits.

In a rapidly evolving benefits landscape, Rational Transformation helps organizations optimize
processes, maximize return on benefit investments, and sustain meaningful well-being for the
workforce.

Our goal is to equip you with the tools, data, and perspectives that empower you to design
sustainable, high-impact programs. When benefits programs are intelligent, scalable, and well-
communicated, they attract top talent, improve retention, and provide a competitive edge in
today's markets.

In this year's review, we explore core themes that will shape practical guidance and actionable
insights:
1 Salary deferral and lifestyle spending accounts: Innovative ways to optimize

compensation tools so employees tailor benefits to their personal needs.

1 Global perspectives on preventive solutions: Comparing regional approaches to
prevention and early intervention to identify scalable best practices.

1 Communications value in employee benefits: How clear, accessible, and targeted
messaging can magnify the impact of benefits programs.
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1 Al's role in global employee benefits: A realistic look at how artificial intelligence can
enhance decision-making, personalization, and efficiency while safeguarding privacy and
compliance.

1 Rise of neurodiversity solutions: Emerging strategies organizations are adopting to better
serve neurodivergent populations.

Sincerely,
/0/4%7% e Dwaé%

Philippe de Dreuzy
SVP, Global Practice Leader, Alliant

Philippe has more than 30 years of experience in high-tech, telecoms, and global employee
benefits. Philippe has an extensive international background with additional M&A experience,

having lived and worked in multiple countries in Europe, North America, and South America.
Philippez NI NUONtnt U¥n89 nszhDn_NhzSNNhodnddUOQON3z+U
Washington D.C. and his B.S. from the University of Paris. He is fluent in French, Spanish, and
Brazilian Portuguese.
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Optimizing Benefits Spend
with Customizable Solutions
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Emma Bsales
Consultant, Alliant

Emma has more than 8 years of experience in global benefits consulting. Along with supporting
t Na3nl BUNANj#0n#+NjzGNNSUI nLNaNsUNj#ndNNt +nhUNjFUL
Benefits technology, data, and analytics capabilities.

The Problem: Out-of-Control Benefit Spend & Vendor
Fatigue

The year 2026 is marked by ongoing economic pressure. With the emergence of new
technological advancements, particularly in Al, the nature of work is changing. Additionally, a
looming economic recession has been anticipated for over
nine months, compounded by ongoing geopolitical

Benefits teams are

conflicts. As a result, there is considerable uncertainty

worldwide. We are also seeing a reduction in internal now fee”ng the
resources for benefits teams. At the same time, with the economic pressure
rapid evolution of technology and cybersecurity risks, .

there is an increased need for and implementation of and vendor fatlgue
stringent requirements around benefits data security more than ever.

during vendor implementation.

Meanwhile, the number of vendors managed by benefits

teams, and the spend associated with those benefits and vendors, has grown exponentially. With
the rise of hyper-custom “for you pages” in everyday life, employees’ desire for benefits
customized to their needs has increased. In response, a seemingly never-ending number of point-
solution vendors have been born. Vendor fatigue has set in for many benefits and procurement
teams.
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While we have seen a stabilization of medical trend rates in many countries from 2025 to 2026, as
you will see in this report, medical trend rates are expected to remain in the double-digits for most
countries. Double-digit rates appear to be the new normal.

Coupled with the fact that claims have remained high in nearly all countries and across industries
instead of returning to pre-pandemic levels, in the last few years there has been an explosion in
benefit spend for these ever-growing point-solutions and core benefits.

Benefits teams are now feeling these pressures more than ever.

With escalating economic pressure and growing vendor fatigue, organizations are now required to
think differently about their benefit programs to create sustainable—but attractive—benefits
programs. Transforming your organization's benefits spending into manageable programs that
control costs is key to building successful benefits programs.

The Solutions: Lifestyle Spending Accounts and Salary
Deferral Programs

Alliant sees two options that can act as the cornerstones to transforming your organization's
benefits in a sustainable way, while maintaining competitiveness: lifestyle spending accounts and
novel salary deferral programs.

Lifestyle Spending Accounts

Lifestyle spending accounts (LSAs) allow you to provide an allowance to employees that can be
applied to a wide variety of benefits—from childcare to wellness applications to gym memberships
and more. The LSA vendor has a platform where all claims are processed. The benefits of lifestyle
spending accounts include:

Consolidating of benefits under one vendor

Providing choice to employees

Aligning to market for more benefits without additional vendors spend
Moving to a reimbursement model which will likely reduce costs

=A =4 =4 =4 =

Avoiding additional uplift for your team - the LSA vendor reviews claims to ensure they follow
the determined guidelines.
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Salary Deferral Programs

Salary deferral programs are often traditionally thought to be only in relation to retirement
contributions and premium cost-sharing. However, a wide variety of benefits can be paid via salary
sacrifice. The benefits of these novel salary deferral programs include:

1 Providing choice to employees

1 Reducing or eliminating spend on new benefit programs, by having employees pay for some or
all of the cost

1 Offering tax advantages to the organization and/or employees (in some countries)

The Considerations: Taxation, Compliance, and Cultural
Implications

Several aspects of salary deferral and lifestyle spending account benefits require careful
consideration during implementation. While these programs can offer administrative ease for the
benefits team and choice and flexibility for employees, additional payroll and legal support will
likely be needed. While not a complete list, Alliant has curated common questions that your
organization can use to better understand the impact on your teams prior to implementation:

Taxation

1 Willany of the LSA benefits be taxable to employees? If yes, which benefits, and are there
any tax-free limits for these benefits? Do companies gross up the amount paid, when
permitted?

2. Willany vendors or vendor portals implemented be able to confirm the taxability of each
benefit offered?

3. Does the salary sacrifice for employees need to occur pre- or post-tax? If post-tax, how
are employees being incentivized to enroll?

4. Do either the LSA or salary deferral benefits need to appear on the employees' pay slip or
other tax documents?

5. Arethere any corporate income tax implications to consider? Are these costs deductible
from corporate revenue?

6. Arethe LSA or salary sacrifice amounts subject to employer social contributions?

7. Can my existing payroll provider or tax consultant provide support related to reporting any
taxable benefits?
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Compliance

8.  Are any of the benefits/reimbursements we would like to expand globally via an LSA
illegal? If yes, how can these be excluded?

9. Am I meeting all minimum requirements for the LSA and salary deferral benefits set by
the local government or local collective agreements?

10. Is a salary deferral permitted for these benefits within the country? Are they commonly
implemented for the desired benefits? If not common, how challenging is
implementation?

Cultural Implications

11.  What are the dominant demographics within our workforce (e.g., parents, early-career
professionals, veterans, key country populations)? Which benefits or programs are most
valued by these groups?

12, What cultural norms within these populations should we consider when implementing
and communicating the benefits?

13.  Are our employees active and vocal about their benefits programs? How will this impact
reception of the benefits?

14.  Does your organization typically have high utilization for other benefits (especially related
to benefits with small, recurring claim amounts), to ensure sufficient budget is set aside?

15.  Are there any local cultural barriers that may lead to low uptake of benefits?

The Typical Offering: What is Available and What Benefits
are Usually Included?

Lifestyle Spending Accounts

Lifestyle Spending Accounts allow multiple benefits to be set up under one platform. On the
platform, employees have the ability to make direct purchases through a set list of vendors or
submit a claim for reimbursement. The vendor then reviews the claim to ensure that it falls under
the benefits permitted by the organization.

Organizations can choose to provide the entire benefit at the beginning of the year or spread out
throughout the year. The amount provided can also be separated into “buckets” and earmarked
only for specific claims, if desired. Funds can roll over or be refunded to the company after a
certain amount of time.

For countries outside of the U.S,, Alliant sees annual allowance amounts between USD 600 and
USD 1,500 per employee. Most companies provide the benefit on a monthly or quarterly basis, and
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funds typically reset after one year if not utilized by the employee. Small to medium-sized
enterprises usually have two to three “buckets." Typical spend categories for these buckets are
lifestyle and wellness. When a third bucket is set up, it typically replaces other allowances or
benefits currently in place. Each of these categories would offer a menu of benefits that can be
claimed.

Salary Deferral Programs

The setup of salary deferral programs is heavily dependent upon local market horms and taxation.
However, certain themes become apparent when discussing salary deferrals, especially regionally.

Region Top Salary Deferral Benefits Available”

Global 3"39 @% E'? e R
meicas | 0 A B & 2
APAC L T T
EMEA I°3° % o ﬁ? A

“Food, technology, leisure, and other insurances via salary sacrifice are also available in some markets, but are less common.

= 2 il
R R S 8 g8 &
- h =5 - @ .
Bike Commuter / Car Education Gym / Sport Medical Retirement /

Transportation Savings
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Global Preventative Solutions
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Uyen Nguyen
Account Executive, Alliant
Uyen has six years of global benefits consulting experience and over 10 years of

experience in benefits consulting and HR roles.

Lina Zhang
Account Executive, Alliant

Lina has over nine years of experience in global benefits consulting. At Alliant,
she takes on special interest in wellness, expat, and business travel topics.

Decoding Preventive Care

There is a growing buzz around preventive care, as multinational companies increasingly aim to
foster healthier workforces and reduce long-term healthcare costs. While many organizations
eagerly adopt preventive initiatives, others proceed

cautiously - often constrained by budget considerations or Preventive care iS a

uncertainty about what preventive care truly entails. data -driven Strategy
According to Keyes, Turfe, and Das, “prevention in health .

involves intervening to avoid disease and injury." deS|gned to reduce the
Preventive care is a data-driven strategy designed to risk of disease and Inj ury
reduce the risk of disease and injury before they occur or before they occur or

progress.

progress.

Wi 13t ALW? A W? & e HEIKEMDA BMERN SN A1 WNNbs PWAT 32 30qRY0OW ql ¢ qUNRIJt HOL
6qaqGt aoosss OURAHRIOUGGIOURGEIONY20AYYtt o 7uPOT=Z=ZZo



https://www.ncbi.nlm.nih.gov/books/NBK537222/
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Keyes, Turfe, and Das outline four stages of prevention, each corresponding to a phase in the
natural progression of disease:

1 Primordial Prevention: Limiting exposure to harmful substances and promoting public
education to prevent adverse health conditions.

1 Primary Prevention: Addressing risk factors before illness begins - for example, exercising
regularly and maintaining a healthy diet to reduce risks of hypertension, high cholesterol,
diabetes, and cardiovascular disease.

1 Secondary Prevention: Preventing recurrence or worsening of existing health issues, such as
combining lifestyle changes with medication to lower mortality risk.

1 Tertiary Prevention: Managing chronic diseases to minimize complications and improve quality
of life - for instance, providing emotional and psychosocial support systems for sustained long-
term health.

Preventive Care in Global Benefits

The foundation of preventive care lies within the workforce itself. To understand the onset of
disease and injury among employees, employers must view their operations through the lens of
those who perform the work. By examining the distinct roles within the organization, leaders can
uncover potential contributors to health issues in the workplace - such as ergonomic risks and
physical strain. However, physical factors are often just the beginning. Beneath the surface lie
numerous, less visible influences - emotional, environmental, and organizational-that can
significantly impact employee well-being.

Of course, no employer can have complete visibility into Identifyi ng where to
the experience of every individual employee. This .

responsibility often falls to the benefits team, whose role is begln, and how to

to evaluate the company's values, culture, and well-being make the greatest

strategies. Given competing priorities, identifying where to .
begin, and how to make the greatest impact, can be ImpaCL can be
challenging. Moreover, the return on investment in Cha”enging_
preventive care is not always immediate or easily

measurable.

There is no single “right” way to approach preventive care.
What matters most is the genuine intent to enhance the health and well-being of employees. Over
time, employers that embrace preventive care initiatives can foster a healthier, more engaged
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workforce while strengthening organizational resilience. These efforts not only enhance overall
well-being and reduce medical costs.

Guide To Implementing Preventive Care

As mentioned earlier, preventive care is a data-driven strategy, requiring employers to gather and
analyze meaningful information before acting. The goal is to identify the right data that can inform
and shape an effective preventive approach. Implementing a program without this foundation
often leads to limited impact or wasted effort.

To develop a successful preventive care strategy, employers can follow these key steps:

1 Gather Data: Begin by identifying what information is available through your insured benefits
plan. Where data is limited or unavailable, consider engaging employees directly through pulse
surveys, focus groups, or town hall meetings to gain valuable insights.

1 Analyze Data: Review the data to uncover patterns and trends in employee health and well-
being. These findings will help determine which preventive initiatives are most relevant and
impactful for your workforce.

1 Develop the Preventive Strategy: Focus on practical, high-impact initiatives that align with
identified needs:

0 Primordial Prevention: When exposure to risks - such as musculoskeletal strain or
vision issues - cannot be avoided completely, provide educational resources and
engage managers and leaders to champion awareness and prevention.

o Primary Prevention: If data reveals increasing trends toward certain conditions, leverage
existing resources - such as wellness programs, employee assistance programs (EAPS),
and insurance coverage - to proactively address emerging risks.

0 Secondary Prevention: Foster a psychologically safe workplace that normalizes
conversations around well-being. Encourage peer groups or employee networks that
support lifestyle changes and mutual motivation.

o Tertiary Prevention: Chronic conditions can take an emotional toll on employees.
Cultivating a culture of care - where colleagues check in on one another and provide
emotional and psychosocial support - can make a significant difference. Preventive care
is, ultimately, a shared effort; no one should face these challenges alone.
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1 There are also important considerations around data privacy and the potential risk of
discrimination if data is hot managed appropriately. As valuable as preventive care initiatives
are, safeguarding employee data is equally critical.

o Employers should exercise caution when collecting and using data to ensure full
compliance with privacy laws and local regulations.

o Even a well-intentioned program can lose credibility and impact if data privacy
standards are not upheld.

Availability of Preventive Care Worldwide

Having established a framework for preventive care, the next step is to explore how such initiatives
can be implemented across different regions. A well-designed program requires viable solutions
and must be grounded in local realities. Whether developing a regional or global strategy, it is
essential to understand each market's regulatory landscape, healthcare infrastructure, and cultural
context.

To gain a clearer view of how preventive care is covered globally, Alliant reached out to our Asinta
broker partners for insights on both social and private insurance.

The summary below highlights key findings to support your global preventive care approach.

1 Globally, social insurance systems cover preventive health check-ups at a rate of 66%, while
private insurance provides significantly broader coverage at 83%.
o This highlights the vital role private insurance plays in advancing preventive care
worldwide.
1 When it comes to mental health, coverage levels are more balanced across both social and
private insurance at 80% overall.
o Notably, private coverage in EMEA lags due to limited public funding for these services,
which in turn discourages private insurers from filling the gap.
1 Third, vaccination coverage is higher in social insurance systems at 86% and lower in private
insurance at 71%.
0 Social insurance systems recognize the preventive value of vaccinations and their
positive impact on overall health outcomes.

By underscoring these disparities, our goal is to help employers recognize the critical importance
of supplementing preventive care through private coverage. Limited social preventive care
coverage inevitably drives higher disease prevalence, which not only strains public systems but
also increases costs that eventually carry over into private insurance.
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Overview
Provides some Americas
form of . . . . . . . .
coverage Public Private Public Private Public Private Public Private
Preventive Care
Health Check-Ups 66% 83% 50% 80% 73% 82% 71% 86%
Mental Health /
Behavioral Health 80% 80% 70% 90% 82% 91% 86% 64%
Screenings
Vaccinations 86% 71% 100% 70% 82% 82% 79% 64%
Near Site or Onsite
Employer-Sponsored 0% 60% 0% 40% 9% 73% 14% 64%
Clinic
Substance Abuse 69% 49% 70% 40% 55% 45% 79% 57%
Sexually Transmitted
Diseases/Infections 83% 51% 90% 80% 64% 27% 93% 50%
(STD/STI) Testing
Online Medical 51% 83% 30% 20% 45% 73% 71% 86%
Consultation
Health
Seminars/Webinars o o o o S o, o 5
(stress and ermotional 20% 63% 20% 60% 18% 82% 21% 50%
management)
Massage 0% 34% 0% 10% 9% 27% 14% 57%
Meditation 3% 26% 0% 20% 9% 18% 0% 36%
Cancer Screenings
Female Breast 91% 71% 100% 100% 82% 64% 93% 57%
Cancer Screenings
Male Breast Cancer 66% 66% 80% 80% 36% 64% 79% 57%
Screenings
gdorec.tal Cancer 86% 69% 20% 20% 82% 64% 86% 57%
creenings
Cervical Cancer 89% 71% 100% 100% 73% 64% 93% 57%
Screenings
Testicular Cancer 63% 69% 90% 90% 27% 64% 71% 57%
Screenings
grosmt? Cancer 71% 71% 100% 100% 36% 64% 79% 57%
creenings
Lung Cancer 63% 69% 20% 20% 27% 64% 71% 57%
Screenings
Gastric Cancer 60% 63% 80% 80% 27% 64% 71% 50%
Screenings
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Americas

Argentina i Canada

AMERICAS
Public Private Public Private Public Private Public Private Public Private

Preventive Care

Health Check-Ups Yes Yes No Yes Yes Yes Yes No No Limited

Mental Health /

Behavioral Health Yes Yes Yes Yes Limited Yes Yes Yes Yes Yes

Screenings

Vaccinations Yes Yes Yes Yes Limited Yes Yes No Yes Yes

Near Site or Onsite

Employer-Sponsored No No No No No No No No No Limited

Clinic

Substance Abuse Yes Yes Yes No Yes Yes Yes No Limited No

Sexually Transmitted

Diseases/Infections Yes Yes Yes No Yes Yes Yes Yes Yes Yes

(STD/STI) Testing

Online Me.dlcal No Yes Yes Yes Yes Yes Yes Yes No Yes

Consultation

Health

Semmars/\X/ebm_ars No No No No No Yes No Yes Yes Yes

(stress and emotional

management)

Massage No No No No No Yes No No No No

Meditation No No No No No Yes No Yes No No

Cancer Screenings

Female. Breast Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Male B(east Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Colo re(_:tal Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Cerwca.l Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Testlcu_lar Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Prostat_e Cancer Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Screenings

Lung Cancer Screenings Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes

Gastric Cancer Screenings Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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Dominican

AMERICAS Costa Rica Republic Mexico United States

Public Private Public Private Public Private Public Private Public Private

Preventive Care

Health Check-Ups No Yes No No No Yes Yes Yes Yes Yes
Mental Health /
Behavioral Health No Yes No Yes Limited Limited No No Yes Yes
Screenings
Vaccinations Yes N/A Yes Yes Yes No Yes Yes Yes Yes
Near Site or Onsite
Employer- No Yes No Yes No No No Yes No No
Sponsored Clinic
Substance Abuse Yes N/A No No No No No Yes Yes Yes
Sexually
Transmitted
Diseases/Infection Yes N/A No No Yes Limited Yes Yes Yes Yes
s(STD/STI)
Testing
Online Me.dlcal No Yes No Yes No Yes No Yes No No
Consultation
Health Seminars/
\X/eblnarsl(stress No Yes Yes Yes No No No Yes No No
and emotional
management)
Massage No No No No No No No No No No
Meditation No No No No No No No No No No
Cancer Screenings
Female Breastl Yes Yes Yes Yes Yes Limited Yes Yes Yes Yes
Cancer Screenings
Male Breast Yes Yes Yes Yes Limited | Limited No No No No
Cancer Screenings
Colo re(.:tal Cancer Yes Yes Yes Yes Yes Limited No No Yes Yes
Screenings
Cerwcall Cancer Yes Yes Yes Yes Yes Limited Yes Yes Yes Yes
Screenings
Testlcu_lar Cancer Yes Yes Yes Yes Limited Limited No No Yes Yes
Screenings
Prostat_e Cancer Yes Yes Yes Yes Yes Limited Yes Yes Yes Yes
Screenings
Lung C.a neer Yes Yes Yes Yes Yes Limited No No Yes Yes
Screenings
Gastric Cancer Yes Yes Yes Yes Limited | Limited No No No No
Screenings

Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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APAC

APAC Australia China Hong Kong India

Public Private Public Private Public Private Public Private Public Private Public Private

Preventive Care
Health Check-Ups Yes Yes No Yes No Yes No Yes Limited Yes Yes No
Mental Health /
Behavioral Health Yes Yes No Yes Yes Yes Limited Yes Limited | Limited Yes Yes
Screenings
Vaccinations Limited Yes Yes Yes No Yes Yes Yes Yes Yes Yes No
Near Site or Onsite
Employer- No Limited No Yes No No No Yes No Yes N/A N/A
Sponsored Clinic
Substance Abuse Yes Yes No Yes Yes No Limited Yes No No Yes Yes
Sexually
Tl_'ansmltted . Yes No Yes No Yes No No Yes No No Yes No
Diseases/Infections
(STD/STI) Testing
Online Mgdlcal Yes Limited No Yes No Yes No Yes No Yes Yes No
Consultation
Health
Seminars/\Webinars
(stress and Yes Yes No No No Yes No Yes No Yes No Yes
emotional
management)
Massage Limited Yes No No No No No Yes No No No No
Meditation No Yes No No Yes No No Yes No No No No
Cancer Screenings
Female Breastl Yes Yes Yes Yes Yes Yes Limited Yes Yes No Yes No
Cancer Screenings
Male B_reast Cancer Yes Yes Yes Yes No Yes No Yes Yes No Yes No
Screenings
Colo re(_:tal Cancer Yes Yes Yes Yes Yes Yes Limited Yes Yes No Yes No
Screenings
Cerwca_l Cancer Yes Yes Yes Yes Yes Yes Limited Yes No No Yes No
Screenings
Testlcullar Cancer Yes Yes Yes Yes No Yes No Yes No No Yes No
Screenings
Prostatg Cancer Yes Yes Yes Yes No Yes No Yes No No Yes No
Screenings
Lung C.a neer Yes Yes Yes Yes No Yes No Yes No No Yes No
Screenings
Gastric .Can(:er Yes Yes Yes Yes No Yes No Yes No No Yes No
Screenings

Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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APAC New Zealand Philippines Singapore Taiwan
Public | Private | Public | Private | Public | Private | Public | Private | Public | Private
Preventive Care
Health Check-Ups Limited Yes Yes Yes Limited Yes Yes No Yes Yes
Mental Health / Behavioral | |5 iy | ves No Yes | Limited | Yes Yes No Yes Yes
Health Screenings
Vaccinations Limited Yes No Yes Limited Yes Yes No Yes Yes
Near Site or Onsite . Yes Yes No Yes No Yes No No No Yes
Employer-Sponsored Clinic
Substance Abuse Limited Yes No No No No Yes No No No
Sexually Transmitted
Diseases/Infections Yes Yes No Yes Limited No Yes No No No
(STD/STI Testing
Online Medical Consultation Yes Yes Yes No No Yes Yes No No Yes
Health Seminars/Webinars
(stress and emotional No Yes No Yes Limited Yes No No No Yes
management)
Massage No Limited No No No No No No No No
Meditation No No No No No No No No No No
Cancer Screenings
Female_ Breast Cancer Limited Yes No No Limited Yes Yes No No Yes
Screenings
Male B_reast Cancer No Yes No No No Yes No No No Yes
Screenings
Colorectal Cancer Limited Yes No No Limited Yes Yes No No Yes
Screenings
Cervical Cancer Screenings Limited Yes No No Limited Yes Yes No No Yes
Testicular Cancer Screenings No Yes No No No Yes No No No Yes
Prostate Cancer Screenings Limited Yes No No No Yes No No No Yes
Lung Cancer Screenings No Yes No No No Yes No No No Yes
Gastric Cancer Screenings No Yes No No No Yes No No No Yes
Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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EMEA

EMEA i Finland
Public Private Public Private Public Private Public Private Public Private
Preventive Care
Health Check-Ups Limited Yes Yes Yes Yes No Yes Yes Yes Yes
Mental Health /
Behavioral Health Yes Yes Yes N/A Yes No Yes Yes Yes Yes
Screenings
Vaccinations N/A Yes Yes N/A Yes No Yes Yes Yes Yes
Near Site or Onsite
Employer-Sponsored No Limited N/A N/A No No No No No Yes
Clinic
Substance Abuse Yes Yes Yes N/A Yes No Yes Yes Yes Yes
Sexually Transmitted
Diseases/Infections Yes No Yes N/A Yes No Yes Yes Yes Yes
(STD/STI) Testing
Online Me.dlcal Yes Limited Yes Yes Yes Yes Yes Yes Yes Yes
Consultation
Health
seminars/Webinars Yes Yes Yes Yes No N/A No Yes Yes Yes
(stress and emotional
management)
Massage Limited Yes N/A Yes No No Yes Yes No Yes
Meditation No Yes N/A N/A No No No No No No
Cancer Screenings
Female. Breast Cancer Limited N/A Yes N/A Yes No Yes Yes Yes Yes
Screenings
Male Breast Cancer Limited N/A Yes N/A Yes No Yes Yes No Yes
Screenings
Colorectal Cancer Limited N/A Yes N/A Yes No Yes Yes Yes Yes
Screenings
Cerwca_l Cancer Limited N/A Yes N/A Yes No Yes Yes Yes Yes
Screenings
Testicular Cancer Limited N/A Yes N/A Yes No No Yes No Yes
Screenings
Prostate Cancer Limited N/A Yes N/A Yes No No Yes Yes Yes
Screenings
Lung Cancer Limited N/A Yes N/A Yes No No Yes No Limited
Screenings
Gastric Cancer Limited N/A Yes N/A Yes No No Yes No No
Screenings
Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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Madagascar Netherlands‘ Portugal

Italy
EMEA
Public | Private | Public | Private | Public | Private | Public | Private | Public | Private
Preventive Care
Health Check-Ups Yes Yes Limited Yes Yes Yes No Yes No Yes
Mental Health /
Behavioral Health Yes Yes Yes Yes No No Yes Yes Limited Yes
Screenings
Vaccinations Yes Yes Yes Yes No Yes Yes Yes Yes Yes
Near Site or Onsite
Employer-Sponsored No Yes No Yes Yes Yes No No Yes Yes
Clinic
Substance Abuse Yes Yes No Yes No No Yes No Limited No
Sexually Transmitted
Diseases/Infections Yes Yes Yes Yes Yes No Yes No Yes Yes
(STD/STI Testing
Online Me.dlcal No Yes No Yes No No Yes No Limited Yes
Consultation
Health
Semlnars/\)(/eblr?ars No Yes No No No No No No No No
(stress and emotional
management)
Massage No Yes No No No Limited No Yes No No
Meditation No Yes No No No No No Yes No No
Cancer Screenings
Female. Breast Cancer Yes Yes Yes Yes Yes No Yes No Yes Yes
Screenings
Male B(east Cancer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Colo rec_tal Cancer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Cerwca.l Cancer Yes Yes Yes Yes Yes No Yes No Yes Yes
Screenings
Testlcu_lar Cancer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Prostat.e Cancer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Lung C.a neer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Gastric .Cancer Yes Yes Yes Yes No No Yes No Yes Yes
Screenings
Key

No - Not normally covered by insurance
Yes - Covered by insurance
Limited - Limitation in coverage from insurance
N/A - Information not provided
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South Africa [ Sweden Switzerland

EMEA
Public Private Public Private | Public | Private | Public | Private | Public A Private
Preventive Care
Health Check-Ups No Yes Yes No No Yes No Yes Yes Yes
Mental Health /
Behavioral Health No Yes Yes Yes Yes No No Yes Yes No
Screenings
Vaccinations No Yes Yes No Yes No No Yes Yes No
Near Site or Onsite
Employer-Sponsored No Yes No No No Yes No Yes No Yes
Clinic
Substance Abuse No Yes Yes No Yes Limited Yes Yes Yes Yes
Sexually Transmitted
Diseases/Infections No Yes Yes Yes Yes No Yes Yes Yes No
(STD/STI Testing
Online Me_dlcal No Yes Yes Yes Yes Yes Yes Yes Yes Yes
Consultation
Health
Semmars/\X/ebm.ars No No No Yes No No No Yes No Yes
(stress and emotional
management)
Massage No No No No N/A Limited No Yes No No
Meditation No No No Yes N/A N/A No Yes No Yes
Cancer Screenings
Female Breastl No Yes Yes Yes Yes No Yes Yes Yes Yes
Cancer Screenings
Male B_reast Cancer No Yes Yes Yes Yes No No Yes Yes Yes
Screenings
Colo rec_:tal Cancer No Yes Yes Yes Yes No Yes Yes Yes Yes
Screenings
Cerwca.l Cancer No Yes Yes Yes Yes No Yes Yes Yes Yes
Screenings
Testlcu_lar Cancer No Yes Yes Yes Yes No Yes Yes Yes Yes
Screenings
Prostate Cancer No Yes Yes Yes Yes No Yes Yes Yes Yes
Screenings
Lung Cancer Yes Yes Yes No Yes Yes Yes Yes
. No Yes
Screenings
Gastric Cancer Yes Yes Yes No Yes Yes Yes Yes
. No Yes
Screenings
Key

No - Not normally covered by insurance

Yes - Covered by insurance

Limited - Limitation in coverage from insurance
N/A - Information not provided
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Driving Transformation
Through Global
Communication
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Preethi Kozhisseri
Account Executive, Alliant

Preethi has over 12 years of experience helping global organizations design total rewards
programs that are inclusive, equitable, and reflective of evolving workforce needs.

Lisa Mohr
Consultant, Alliant
Lisa has over 20 years of experience in advising clients on their global approach to engage

global talent. With a passion for promoting belonging & engagement , she supports global
programs to enhance employee commitment and global culture.

Why Global Communication Matters

In today's global workforce, employee benefits are no longer secondary to salary; they are now a
central part of the employee value proposition, fundamental to how people choose, stay with, and
thrive at work. But the true impact of benefits depends not only on what is offered, but also on how
they are communicated across a global workforce.

Global communications are uniquely challenging as multinationals must navigate language
differences, cultural nuances, legal systems, and diverse employee expectations while still
reinforcing a unified company identity. Although some benefits can be consistently offered
worldwide, such as global Employee Assistance Programs, most benefits must be designed and



Alliant 2026 Global Health Review Alliant Insurance Services 24

communicated with local context in mind. The challenge lies in balancing global consistency with
local relevance.

This paper explores why strategic communication is critical for U.S. multinationals and how clear,
adaptable, and locally relevant messaging builds trust and engagement. Edelman’s Trust
Barometer, a 28-country survey of institutional trust, finds that trust remains fragile worldwide, with
business expected to play a leading role in rebuilding it (Edelman, 2024). By mastering global
benefits communication, companies move beyond delivering information to creating connection,
enhancing trust, fostering a sense of belonging, and strengthening competitive advantage.

Global Benefits: Common Foundation, Local Nuance

As organizations expand across borders, the way benefits are communicated can determine
whether programs simply exist or genuinely connect. A consistent global foundation fosters
fairness and alignment with company values, while locally huanced communication ensures these
same programs feel relevant and meaningful within each market context. Effective global
communication gives structure and purpose to a company's benefits story reinforcing universal
commitments such as well-being, inclusion, and care, while recognizing that employees interpret
these commitments through their own cultural and social lens.

Across regions, the meaning employees attach to benefits is shaped by culture and social norms.
Effective communication translates these diverse perceptions into a shared understanding,
allowing employees everywhere to see the same intent behind different program designs.

For example:

Commuting subsidies and bicycle allowances reflect the country's commitment to
sustainable mobility and environmental responsibility. Messaging that connects

Germany these benefits to environmental goals and corporate responsibility deepens
engagement.
Annual health checkups are legally mandated, but communication frames it as an
Japan act of collective well-being, caring for oneself to support the team, strengthens
emotional connection.
. Transparent explanations of healthcare costs and employer contributions build
United States Lo . . .
understanding in a complex benefits landscape and reinforce fairness and trust.
United Arab For expatriate employees, communication that clearly outlines healthcare coverage,

Emirates (expat  dependent eligibility, and regional access points alleviates uncertainty and builds
focus) trust in the employer’'s commitment to care.
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These examples demonstrate that benefits themselves are rarely universal, but the
communication of intent can be.

Beyond design, communication determines impact. A consistent global approach to branding,
tone, and design reinforces that all programs belong to a unified employee value proposition.

A consistent alobal Employee sentiment continues to underscore the
SIS 9 importance of achieving this balance. Organizations

approach to branding, that provide adaptable and well-communicated
. benefits consistently experience higher satisfaction,
tone, and design yer J
_ stronger engagement, and an enhanced sense of
reinforces that all fairness across regions. Ultimately, equity and
programs belong to a transparency remain the key drivers of perceived

value ensuring that global benefits programs

unified employee value resonate meaningfully both globally and locally.
proposition.

Communicating Across Cultures, Multi-Generations, and
Life Stages

Communicating benefits effectively requires attention not only to geography but also to culture,
generation, and life stage. Employees across the globe interpret benefits through the lens of where
they are in their careers and personal lives. The Global Coalition on Aging and the TIAA Institute
recommend tailoring benefits communication to six key life stages — young adulthood, parenting,
caregiving, divorce or widowhood, retirement, and legacy — so employees see their benefits as
relevant at every stage (Global Coalition on Aging and Teachers Insurance and Annuity Association
Institute, 2025).

Generational expectations also shape how employees engage with benefits. Deloitte's 2024 Gen Z
and Millennial Survey shows younger employees prioritize financial well-being, mental health, and
purpose-driven culture, while older generations value stability, health coverage, and retirement
readiness (Deloitte, 2024). At the same time, research highlights that diverse teams perform better
when individuals' different experiences and skills complement one another. This suggests that
older workers can boost productivity not only through experience and know-how, but also by
enhancing team outcomes alongside younger colleagues (Taras, Baack, Caprar, Jiménez, & Froese,
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2021). Realizing the full benefits of a multigenerational workforce depends on employers adopting
the right policies and communication practices.

To succeed globally, benefits communication must be:

71 Culturally adaptive, sensitive to regional norms and legal frameworks

1 Generationally relevant, addressing different workforce priorities

1 Life-stage specific, making benefits personally meaningful

By combining these approaches, employers move beyond “one-size-fits-all" messaging to create
trust, engagement, and alignment across a diverse global workforce. The table below highlights
key challenges and best practices at each stage of the employee journey.

Milestones and

Considerations
Cross-cultural

Key Challenges

1 Different norms
(indirect/hierarchical in Asia vs.
direct/transparent in Europe)

1 Language barriers

1 Varying statutory requirements
shape expectations

Best Practices in Communication

Adapt tone and channels to local
culture

Use professional translation and
local testing

Explain how benefits align with or
exceed local baselines (OECD,
2023a)

Young Adulthood 1 Value flexibility, financial security, Emphasize training, financial
(Early Career) career growth (Deloitte, 2024) wellness, and mental health
1 Long-term benefits may seem Use digital-first, mobile-friendly
less relevant formats
Parenting & 1 Confusion about company vs. Clarify integration with public
Caregiving statutory leave entitlements (OECD, 2023a)

(Mid-Career)

1 Caregiving support often
overlooked

1 Balancing work and family

Highlight childcare, healthcare, and
flexible work options

Communicate proactively with
stories and toolkits

Retirement &
Legacy (Later
Career)

1 Concerns about savings,
healthcare costs, and security for
dependents

1 Need for estate planning and
survivor benefits

Simplify pensions, healthcare, and
long-term care (OECD, 2023b)

Offer calculators, workshops, and 1.1
planning

Frame survivor benefits as family
protection

Reinforce older workers' value (Taras
etal, 2021)
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Using Technology to Personalize Communication

Global employers face unique communication challenges, from multiple systems, languages, and
cultural expectations. Modern technology can unify the experience by presenting both global and
local benefits in a single platform, with Al-enabled tools that transform communication into a
personalized dialogue. In this model, employees engage with benefits through their own lens,
finding the options that meet their own individual needs.

o A multi-channel communication strategy is most
BBUGAd NJU + r] - B effective. Axios Headquarters' 2025 Internal

- : Communications Report found that over 70% of
Communication Tool P
employees expect key company messages to be

Kits are designed to help delivered through multiple channels — digital, live,

Companies meet these and written. Apps, websites, and portals provide
o instant digital access, while benefit guides and HR
Chal |engeS by prOVldlng support ensure inclusivity for those who prefer
globa”y COﬂSISteﬂt and traditional methods (Axios HQ, 2025).
Alliant's Global Communication Tool Kits are
IocaIIy adaptable’ . designed to help companies meet these challenges
ready—to— use materials. by providing globally consistent and locally

adaptable, ready-to-use materials that explain

benefits with clarity, consistency, and cultural
relevance (Alliant, 2025). Combined with Alliant's communications expertise, these resources
simplify complexity, personalize the employee experience, and strengthen engagement reflected
in higher benefit utilization, stronger digital interaction, and informed feedback.

Employees place greater trust in their company when benefits are easily accessible and
understandable in the format they prefer. By matching channels to each audience,
communications make benefits feel relevant, accessible, and inclusive across generations and
regions.

Feedback and Measurement Loops

Communication is not static; it must be continuously measured, refined, and adapted. Employees
often overlook valuable benefits not because the programs are insufficient, but because
communications are unclear, inconsistent, or poorly localized. Industry research consistently shows
that fewer than half of employees fully understand their benefits, even in organizations with
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mature and well-developed strategies. Other studies highlight that employees place a premium on
communication that is transparent, personalized, and aligned with local expectations.

Creating ongoing feedback loops helps close this gap. Regular surveys, focus groups, and pulse
checks allow employers to assess whether messages are clear, culturally relevant, and consistent
with company values. Based on this feedback, organizations can adjust timing, tone, and
communication channels to ensure employees not only understand what benefits are available but
also feel heard and supported. Companies that refine their communication strategies in response
to employee input are significantly more likely to see improvements in engagement, satisfaction,
and retention.

Equally important is “closing the loop.” When employees see that their feedback results in visible
improvements, trust deepens, and participation increases. Deloitte's 2024 Human Capital Trends
report emphasizes that feedback without action undermines credibility, whereas demonstrated
responsiveness strengthens trust, belonging, and shared purpose across global teams.

Conclusion

While benefits will always differ by country, effective communication builds a consistent employer
identity across borders, reinforcing trust in the organization’s values. The most effective strategies
combine a consistent brand and message with local adaptation, using diverse channels to reach
different audiences and modern tools to simplify access. When benefits are communicated in
ways that are globally consistent yet locally relevant, employees view their organization as fair,
inclusive, and invested in their well-being. This credibility builds trust, fosters belonging, and
deepens engagement, which in turn strengthens attraction and retention worldwide. Looking
ahead, Al is expected to enhance personalization and improve the speed and efficiency of delivery,
but the true transformation comes from global communication that is clear, adaptable, and
inclusive, creating a globally engaged workforce that drives stronger performance and profitability.
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Navigating the Wilderness:
Al's Place in Global Employee
Benefits
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Lauren O'Neill
Lead Global Benefits Consultant, First Vice President, Alliant

Drawing on over 16 years of global employee benefits experience, Lauren specializes in

partnering with Silicon Valley -based technology employers, combining data -driven insights with

a focus on both business priorities and employee well-L NUd SBn~GUz Ndo £#ni Uz 3
includes a variety of responsibil ities spanning consulting, management and sales.

As HR and Benefits leaders continue to navigate the

ever-changing landscape of employee expectations, ArtIfICIal Intelllgence IS a
compliance complexities, and global scalability, a new new force that has

force has entered the wilderness: Artificial Intelligence. entered the wilderness of
employee benefits.

While its potential is enormous, its presence has split
the trail, and employers are starting to pitch their tents
in one of two distinct camps.

Camp 1: The Trailblazers

‘Let's pack the gear, we're going in!”

Over by the big, crackling campfire, you'll find the innovators. These employers, many of whom are
in tech or forward-leaning industries, have pitched their tents firmly in Camp 1. They're roasting
s'mores while swapping stories about the latest tools and asking questions like:

1 How can Al support employee self-service and reduce time spent answering repetitive
questions?
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1 Can we use Al to automate benchmarking across our U.S. and global plans?

1 What tools are brokers/consultants and vendors building in-house that could improve
efficiency?

1 How can Al help with global compliance tracking, eligibility management, and reporting?

These employers are curious and eager to explore new opportunities. They see Al as a hiking
partner, not a threat. For them, the potential benefits of leveraging Al in areas like benchmarking,
routine benefits administration, or analyzing large data sets outweigh the uncertainties.

These campers are not just looking at vendor tools either; they want to know how their consultants
are incorporating Al and what's being developed behind the scenes and in future roadmaps. This
camp sees Al not as a replacement for human judgment, but as a co-pilot. A means to reduce
friction in the employee experience and support leaner HR teams. These leaders are not waiting for
perfect solutions; they want to know what's available now, what's being tested, and how they can
safely pilot emerging tools.

Camp 2: The Cautious Campers

‘Let's make sure the trail is safe before we move.”

A little further from the fire, nestled in a quieter corner, sits Camp 2. These campers are no less
intelligent, but they are much more cautious. They're listening, but they're also watching the trees
rustle a little too closely for comfort.

The key concerns emerging from this group are clear:

1 Is sensitive employee information secure? Does our data feed into public models?

1 How does the Al tool respond to complex, personal employee inquiries, and how accurate are
those responses? How do we protect trust and transparency?

1 With respect to global data regulations, how does Al align with GDPR, China's PIPL, and other
local requirements?

1 Does Al fully understand or anticipate local regulation shifts, tax changes, or labor movements?

For Camp 2, the primary concern is data privacy. They want proof, not just reassurances that
sensitive employee information won't be swept into broader Al platforms. They want to know that
no data is shared or trained on, and that the models are contained. These campers believe Al can't
replace empathy when it comes to wellness and mental health services. They are wary of the
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hype. Many want to avoid being early adopters of something that could mislead, misfire, or
mismanage.

Bridging the Camps: What HR and Benefits Leaders Should
Do Next

In reality, many organizations straddle both camps depending on geography, internal readiness, or
specific use cases. As strategic leaders, your role is to assess where your organization is today.
That may include:

1 Engaging brokers and consultants to explain how they're using Al, and what governance
policies are in place.

1 Piloting internal Al tools for FAQs, policy lookup, or plan comparison before rolling out
employee-facing applications.

1 Evaluating global vendors for their Al integration approach, privacy architecture, and regional
and local compliance alignment.

1 Developing Al literacy across your HR team to understand limitations, avoid overreliance, and
provide human oversight where it matters most.

Final Thought: Light the Lanterns, But Respect the
Shadows

Al is not yet a campfire that everyone wants to gather around. Artificial Intelligence may become
an integral part of how benefits are designed, communicated, and delivered, across borders and
across generations. However, just like any journey, some will explore first, and others will follow
once the trail has been cleared.

Alliant is taking a conservative approach to Al as

we view it as our responsibility to serve both Alliant helps Innovators
camps. Alliant's philosophy has always been chart new paths while
rooted in independence and creativity. We help )

innovators chart new paths while also ensuring also ensu rng

the “campfire” of governance, security, and trust governance Security

remains strong. Alliant is actively evaluating and

pursuing Al-driven solutions that align with our and trust remain Strong-

strategic goals of providing value to our clients.
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To balance exploration with diligence, Alliant requires all new vendors complete a comprehensive
Al and cybersecurity questionnaire, a practice we encourage our clients to adopt as part of their
own diligence. Our goal with any technology is to maximize the benefits we provide to our clients
while maintaining vigilant risk management protocols to protect data.

However, diligence is not only about vendors, but also about alignment. We recommend that Total
Rewards and Benefits teams have intentional discussions about their collective comfort level with
Al. These conversations set the tone for how far and how fast an organization is willing to go.
Whether a company sees itself as a trailblazer or a cautious camper, we believe employers should
begin weaving Al themes and soft guidelines into their global benefits philosophy. Doing so
ensures readiness for innovation, without losing sight of the trust and security employees expect.

A few questions to get the campfire conversation started:

1 How does said Al tool support our global Total Rewards philosophy and employee value
proposition?

1 What problem are we trying to solve with Al? Is it a tool for automation, insight, or decision
making?

1 Does the technology aim to reduce costs, or just shift cost to tech licenses?

1 Many HRIS, brokers, and consultants already provide inventory and premium data; what is the
business case to duplicate?

1 Can Al help us make better decisions, or just faster ones? Are we solving for visibility, efficiency,
governance, or cost management?

Whether your organization is ready to set out on the trail or prefers to wait until the path is clearer,
what matters most is being informed and proactive.

1 Ask the right questions. Push for transparency.
1 Stay close to the fire but bring a flashlight.
1 Stay human in how we use this powerful tool.

Grab your marshmallows (or your data compliance policy), and let's make sure no one gets left
behind in the woods!
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Wired Differently: Unlocking
Potential by Emlbracing
Neurodiversity In the
Workplace
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With nearly three decades of experience, Jennifer has been instrumental in supporting employers
to develop sustainable health and well -being strategies aimed at containing costs while fostering
a positive and healthy workforce. Her current role is focused on building scalable solutions and
sustainable strategies for employers.
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LuisahasherL Gi ¢t NBhz 0 #$nUdn 3 UL B U ifronBtine BJtvierBify & Ghicagg anBhet h
DG#NjNz3 G #nU0dnt NGB Njt n Gt DU drdivkting 2 Gvejsitiudl Miéndi. MifHD@i@ G S N
than 7 years of experience in health and well-being consulting, she consults with mid and large -

market employers on their well -being strategy, vendor procurement, and measurement
approach.

If we do not treat any two clients the same, why should an employer treat two employees the
same? We have become accustomed to thinking of diversity as something that can be easily seen
such as gender, skin color, and ethnicity. However, neurodiversity goes a layer deeper and
describes the cognitive distinctions between how people think, learn, and behave; these are
sometimes attributed to conditions such as autism, ADD, ADHD, and various learning differences.
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There has been an increase in neurodivergent diagnoses due to an increased understanding of the
conditions and how they manifest across individuals. These will only continue to increase as more
members seek support due to reduced societal

stigma and popular media portraying highly Companies that do not
successful neurodivergent individuals (e.g., The

Good Doctor). In the world, anywhere between seek to address

15% to 20% of members have been classified neurodiversi’[y in the

neurodivergent??® and this extends to top workplace will face
leadership: 45% of C-level executives, 55% of P

business owners, and 33% of senior hlgher levels of stress

t.4
enagemen and burnout, decreased
While these individuals have historically seen high tisfacti . d
rates of unemployment of roughly 30-40% (8 satisfaction, Increase
times higher than neurotypical colleagues), there turnover and poorer jOb
has been an increased push to provide additional

prenep performance.

support to ensure they are provided the same
opportunities to thrive®
Companies that do not seek to address neurodiversity in the workplace will face higher levels of
stress and burnout, decreased satisfaction, increased turnover and poorer job performance.® Not to

mention they lose out on the potential of unlocking great innovation and creativity that comes from
embracing diverse approaches and ideas.

AV G W oW el YTR2UI+ Rq! Weqlls YI t allc WWARYGH ! A6YH YHRec G WA YT pwe UT W
N=ZPOW YRaWNMIONMPOoHGHoUOT ¢¢ MENWWA~f 2allO=ZdPEPT=Z6WA~9f 2allA~9TTO=ZM

b WEGWHql e WYNW7WIUU3Iqt WnYl W WYel YT R2UI+ JWEGGTY! DIt woW7 2+ RUIDE T W]
6aqaqGt aoossstoHat RUWUE T NI ¥ &SE G I b6 kpy Y Y R
DGGIY! Wt mayaqllfql N61WI WE=ZM¢l WE=M¢c it YEZMRUT RI URQE=ZMAY! qt ARG G¢ Hq

ambx CR W WGY! qa WNG JW ¢ opd di¥ wHERI0GEY 6 ¢ ¢ R O WRDWI MA0BEA WX 3¢ | URUND Wb = N
60qaqGt acossstORH! G 13¢1 GRUNIQRW & b il KIEE D% H PAGIHGE YE Gld0Gd 9no Ac E A

SWOq6 VU! WACHRTRY AWK VRO WE OLAIL €& V) WEBGEY | oWn V1 Waé W Ueal YT R2I
=T MZ&EWdGt a0 03555 H0GH ! HER¢ ql RIS ROM il e | YT R2 11+ WHEY GG e

CNRGGYat YUOALWSs OAWxX ¢t W1 ALWT 0F mmqulymuUmﬁLumwmcnmUocdmpu AUyl ALRCOLELT= M ZRE2HII
c ARG R 1Jt Hollc ¢ | @ @ d CHUT @ & & 17 HO Yo DL A FEiAv EEIAHHERIS H O g HARI2 YIE (Rid 6
6§ RRIRQRIJY

RURqR
RU2 RI RH&HR



https://www.businessgrouphealth.org/resources/a-spectrum-of-benefits-for-neurodiverse-employees#:~:text=There%20are%20also%20indirect%20costs,impact%20on%20productivity%20and%20attendance
https://www.businessgrouphealth.org/resources/a-spectrum-of-benefits-for-neurodiverse-employees#:~:text=There%20are%20also%20indirect%20costs,impact%20on%20productivity%20and%20attendance
https://www.cypherlearning.com/hubfs/docs/cypher/CYPHER-Learning-2023-L%26D-Survey-Report.pdf
https://www.psychiatrictimes.com/view/programs-promote-well-being-and-career-support-for-the-neurodiversecommunity
https://hbr.org/2023/04/how-to-make-workplaces-more-inclusive-for-people-with-invisible-disabilities
https://hbr.org/2023/04/how-to-make-workplaces-more-inclusive-for-people-with-invisible-disabilities

Alliant 2026 Global Health Review Alliant Insurance Services 36

Challenges and Opportunities

Besides legal regulations that prohibit discrimination for recruitment based on a member's
disability, many neurodiverse individuals are often screened out during early stages of recruitment,
as only 51% of employers have carefully looked at their hiring process to ensure they are attracting
and accommodating neurodivergent candidates.” This is likely due to a variety of misconceptions
and biases surrounding these individuals such as their inflexible nature, their inability to understand
social cues and interact appropriately with

colleagues and clients, and lower perceived 88% of neurodivergent
ductivity.

procuevy employees feel they cannot

and often result in those that have been hired disclose their diagnOSiS to

(88% of all neurodivergent employees) to feel as coworkers for fear of being

though they cannot disclose their diagnosis to di .. ted inst

coworkers in the fear of being discriminated ISCriminated against or

against or alienated.” This perpetuates stigma, a| ienated.

encourages further conformity, and poses a

barrier to creating a psychologically safe
workplace where employees can bring their authentic self to work and innovation can thrive. This

These biases are pervasive in the workplace

can result in physical and emotional discomfort for these colleagues which often lead to longer
term mental health issues, such as burnout, which the World Health Organization added to the
ICD-11in 2019 and defined as “chronic workplace stress that has not been successfully managed™.

Instead, we need to encourage our clients to focus on the strengths that the neurodivergent
community brings to the workforce which include innovation, creativity, accuracy, attention to
detail and patterns, high levels of concentration and memory, reliability, reduced proclivity to
group think, and their ability to uniquely approach problem-solving because of their capability to
see the world around them differently. Embracing these individuals results in productivity gains,
quality improvement, enhanced creativity and innovation, and broader employee engagement.
Top companies such as Hewlett-Packard and Deloitte with neurodiversity initiatives have seen up
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to 30% higher productivity and 90% retention amongst their neurodiverse colleagues when
compared to their neurotypical counterparts.®

Employer Approach to Neurodiversity

It is important to consider neurodiversity from the lens of recruitment, training, job role and
performance, and social support. While outright discrimination during recruitment is not allowed
based on a disability in about 120 UN-member countries, there are a few additional ways to avoid
some of the unconscious bias that may creep in during recruitment and interviewing. One way is to
standardize the interview process by providing a structured interview where each employee is
asked the same exact questions and scored with the same rubric. This eliminates any bias that may
play a role when assessing someone's personality or social skills. Another tactic is to focus on
skills-based tests and gamified scenarios that focus on those individual's strengths.

There are additional steps an employer can take to ensure that their neurodivergent workforce
feels heard and supported. The first is ensuring that leadership is fostering an environment where
individual differences are acknowledged and celebrated so that neurodivergent individuals can
confide in their colleagues and proudly disclose their diagnosis, being careful not to label it as a
“disability”. One way to raise awareness about neurodiversity and the unconscious bias that
undoubtedly exists in everyone is to embed neurodiversity into any yearly and new hire
unconscious bias training. In addition, providing training on what neurodiversity is and the many
ways it can manifest in an individual's

personal and professional life is key to One way to raise awareness
understanding how personal of an about neurodiversity and
experience it really is and how one can - -

the unconscious bias that

support their colleague. This will not only

create a more positive work environment undOUbteC”y exists in
but will increase the bond and trust everyone iS to embed

between a manager and their employee.

Highlighting the strengths that can come neurodiversity into any
from a neurodiverse workforce through yearly and new hire

scenario training is also imperative in ) ) o
fostering a culture of acceptance and unconscious bias trammg-
inclusion.

Once employees feel comfortable
disclosing their diagnosis, it is important that their unique needs feel heard whether that is their
need for a flexible work schedule or the ability to telecommute. If this is not possible, a reasonable
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alternative, in some cases such as ADHD and autism may be adjusting the physical environment to
reduce risk of overstimulation such as softer light, decreased noise, or providing noise-canceling
headphones. Managers should also be trained in adjusting their communication style to each of
their direct reports, whether that is being more directive when giving instructions or providing
written instructions or visual aids. Finally, the creation of an employee resource group (ERG) or an
affinity group for the neurodivergent community is also pivotal in fostering a sense of belonging.

While research is still emerging on the benefits of embracing and unlocking the talent and
potential of neurodivergent employees, some countries and regions have been quicker to
embrace it than others. This is increasingly common as neurodiversity gains attention and
recognition and business impacts are evaluated and publicized. The greatest barriers across all
regions continue to be lack of awareness and knowledge, lack of national and local regulations
and infrastructure, and fear of disclosure due to stigma and discrimination. The role of consultants
and company leaders is imperative to steer the narrative to not only raise awareness but convene
stakeholders including policymakers, companies, and point solution vendors to support this
important segment of the workforce.

Findings by Region and Country

1 Americas: Neurodiversity is a growing area of focus, particularly for start-ups and other
technology clients in countries like the U.S,, Canada, Argentina, Brazil and Chile. More traditional
companies and industries recognize the concern but rely on tools available through other
benefits such as the health plan and EAP.

1 APAC: Region with the lowest support for neurodiversity due to lack of awareness and strong
cultural stigma leading to fear of discrimination.

1 EMEA: Neurodiversity support still gaining traction in most countries except France and
Germany where support is strong due to public-private partnerships, research collaborations,
and carrier riders for additional support. Spain has also experience growing investment and
growth in neurodiversity initiatives and expects this trend to continue for the next 12 months.
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Neurodiversity Practices by Country in the Americas

Region

Country
Argentina

Neurodiversity Practices by Country (Americas)

Perceived Barriers

Lack of policies, cultural
barriers, and inadequately
adapted environments.

DEI & Practices

<< <

<3

Part of DEI

Hiring

Onboarding and Training

Manager Educationt Growing

Mentorship and Coaching

Accommodations
More focused on remote work and flexible hours and not as much
on sensoryfriendly workplace

ERGs

Other Support
Mainly promote benefits and resources available through health
plan

Brazil

YUk qWs ¢ UqlUgVYl
or initiatives that further
alienate or stigmatize the
employee.
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Part of DEI

Hiring

Onboarding and Training

Manager Education

Mentorship and Coaching

Accommodations
Common fora designated staff member to be assigned to monitor
neurodivergent employee

ERGs

Other Support
Mainly promote benefits and resources available through health plan

Canada

Fear of disclosure due to
stigma, lack of manager
training, limited awareness of
available accommodations

< <<

Part of DEI
Hiring - Growing
Onboarding and Training
Manager Education
Mentorship and Coachingr Growing
Accommodations
ERGs
Common in inclusive workplaces
Other Support
Often through EAP

Key:

V  Growing or in practice
X Rare or limited
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