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The Setting Every Community 
Up for Retirement Security Act, or 
the SECURE Act, was approved by 
Congress as part of  a broader 2020 
fiscal year appropriations bill, and 
was signed into law by President 
Trump on December 20. The most 
far-reaching retirement legislation 
passed by Congress since the Pension 
Protection Act of  2006, the SECURE 
Act incentivizes employers to of-
fer defined contribution (DC) plans, 
promotes lifetime income options, 
and improves retirement plan design 
and administration. While some of  
the provisions of  the SECURE Act 
will not go into effect until later years, 
most changes are effective for taxable 
years beginning after December 31, 
2019. 

Among the most significant 
reforms included in the legislation are 
provisions that remove barriers to un-
related small businesses and employ-
ers to join together and participate 

in “open” multiple employer plans 
(MEPs), also referred to as “pooled 
employer plans” (PEPs). These 
changes, which will go into effect in 
2021, are expected to lower the costs 
and administrative burdens associat-
ed with sponsoring retirement plans 
for small employers. 

The SECURE Act also provides 
a new tax credit of  up to $500 per 

year for small employers (100 or fewer 
employees) to offset the startup costs 
for new 401(k) plans or SIMPLE IRA 
plans that include automatic enroll-
ment. In addition, the legislation in-
creases tax credits for small employers 
that offer new retirement plans from 
$500 per year currently to up to $5,000 
per year for the first three years.  

For DC plan participants and 
individual retirement account (IRA) 
owners, the legislation raises the age at 
which required minimum distributions 
must be taken from 70½ to 72. The 
SECURE Act also repeals the age limit 
for contributions to IRAs, and requires 
non-spouse beneficiaries of  inherited 
IRAs and certain other qualified plans 
to receive their benefits over a period 
of  just 10 years, rather than stretching 
the required minimum distributions 
over the beneficiary’s life expectancy.  

Moreover, the SECURE Act 
enhances automatic retirement plan 
features by permitting DC plan  
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The results 
showed that 95% 
of the knowledge 
workers surveyed 

want to work  
remotely, and 

74% would be 
willing to quit a 

job to do so. 

sponsors to automatically enroll employ-
ees in a plan at a 6% rate of  salary contri-
bution, up from a limit of  3% currently. 
The legislation also includes a safe har-
bor for employers to increase employee 
contributions to the retirement plan to a 
maximum of  15% of  an employee’s an-
nual pay, up from a current cap of  10%. 
In addition, the legislation prohibits the 
distribution of  DC plan loans through 
credit cards or similar arrangements, and 
provides penalty-free distributions from 
retirement plans of  up to $5,000 within a 
year of  the birth or adoption of  a child to 
cover associated expenses.

Whereas under current law 401(k) plan 
sponsors may exclude part-time employees 
from participation if  the employees do not 
complete 1,000 hours of  service in a year, 
the SECURE Act requires plan sponsors 
to allow any part-time employee who has 
worked at least 500 hours in each of  the 
immediately preceding three consecu-
tive 12 month periods to make elective 
contributions. However, 401(k) plans will 
not be required to provide matching or 
other employer contributions to part-time 
employees, and special nondiscrimination 
relief  is provided. 

The SECURE Act also includes several 
provisions designed to encourage DC 
plan sponsors to provide lifetime income 
options, by, for example, reducing fidu-
ciary exposure for plan sponsors that offer 
participants annuities within the plan, and 
allowing DC plans to make direct trustee-
to-trustee transfers of  lifetime income 
investments to another retirement plan or 
IRA. The legislation will further require 
that retirement plan statements include a 
lifetime income disclosure at least once a 
year that estimates how much monthly in-
come participants could expect to receive 
if  their total account balance were used to 
provide a lifetime income stream.

Working Remotely Is 
Becoming the Norm 
among Knowledge 
Workers

Companies looking to attract and 
retain talent should review their remote 
work policies, as most knowledge workers 
now say that they want the opportunity 
to work remotely, the results of  a recent 
survey conducted by business automation 
consultancy Zapier indicate.  

The survey of  886 U.S. knowledge 
workers—defined as workers who primar-
ily work in a professional setting and use a 
computer as part of  their job—was con-
ducted October 25-29, 2019. The aim of  
the survey was to explore the reasons why 
people want to work remotely, and how 
this trend is shaping the ways people work.

The results showed that 95% of  the 
knowledge workers surveyed want to 
work remotely, and 74% would be willing 
to quit a job to do so. According to the 
survey, 26% of  respondents have quit a 
job because the company did not offer the 
option to work remotely or to have a flex-
ible work schedule.

When asked what perks they would 
most like to be offered by an employer, 
57% of  respondents cited the option to 
work remotely; a larger percentage than 
the shares of  respondents who cited be-
ing provided with free daily lunch (42%) 
or unlimited vacation time (39%). The 
findings further indicated that 62% of  the 
female knowledge workers surveyed, but 
just 53% of  their male counterparts, cited 
the option to work remotely as one of  the 
perks they would most want an employer 
to offer.

The survey also found that there are 
generational differences in the likelihood 
of  working remotely, with 31% of  millen-
nials, 27% of  Gen Xers, and just 11% of  
the baby boomers polled saying they work 
remotely on a full-time basis. 
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57% of respon-
dents said they 
would work  

harder and stay 
longer at a  

company that  
offers on-demand 

pay, and 51%  
reported that  
they consider  

on-demand pay 
a more attractive 

benefit than  
additional paid 

time off.

When asked why they would like to 
work remotely, 48% of  the knowledge 
workers said that they see it as a way to 
save money, while 47% indicated that they 
view it as an opportunity to work from 
anywhere, and 44% said they believe it 
would allow them to spend more time 
with their family. Among the other reasons 
cited by respondents for wanting to work 
remotely are that they are more productive 
at home (35%), and that working remotely 
is better for their mental health (29%) and 
is more environmentally sustainable (23%). 
Smaller shares of  the knowledge work-
ers surveyed said they would like to work 
remotely in order to spend more time with 
pets (18%), relocate somewhere more af-
fordable (16%), or care for aging parents 
(16%).  

The survey also showed that 42% of  re-
spondents believe they are most productive 
when working from home, while only 32% 
think they get more done in an office, and 
just 11% believe they get the most work 
done in a co-working space. When asked 
how many hours of  each workday they 
spend doing meaningful work, the full-time 
remote knowledge workers surveyed said 
they typically spend 6.2 hours, whereas 
their office-bound counterparts reported 
spending just 5.7 hours. 

Many Workers Prefer 
Early Access to Wages

A majority of  employees would like 
to have access to their wages before their 
scheduled payday, signaling that flexible 
pay is an attractive benefit for many work-
ers, according to the findings of  a survey 
conducted by the Workforce Institute at 
Kronos Incorporated. 

The survey of  1,180 employed U.S. 
adults was conducted October 3-7, 2019. 
The aim of  the survey was to gain a better 
understanding of  how immediate access 
to earned wages, or on-demand pay, and 
financial wellness can support recruit-
ment and retention. Nearly three-quarters 

(72%) of  the workers surveyed said they 
would like to have access to their wages 
before their scheduled payday, but only 
6% reported that they currently have such 
access. 

The results also showed, however, that 
57% of  respondents said they would work 
harder and stay longer at a company that 
offers on-demand pay, and 51% reported 
that they consider on-demand pay a more 
attractive benefit than additional paid time 
off.

Broken down by industry, the survey 
found that 65% of  retail workers, 61% of  
health care workers, and 54% of  manufac-
turing/construction employees think they 
should not have to wait until their sched-
uled payday to access their earned wages. 
The findings also indicated that respon-
dents with an annual household income 
of  less than $50,000 were more likely than 
those with an annual household income of  
more than $50,000 to say they would like 
to have early access to their earned wages 
(87% vs. 67%).

When asked why they would like early 
access to their earned wages, 66% said 
they would use the money to cover bills, 
especially emergency expenses such as car 
repairs (32%) or unplanned medical care 
(19%). By contrast, relatively small shares 
of  respondents said they want to access 
their wages early to pay for a night out 
(11%) or Black Friday/Cyber Monday/
holiday shopping (10%), or to cover stu-
dent loan repayments (6%).

In addition, 70% of  the workers 
surveyed said they believe the five-day/40-
hour pay period is outdated, including 
72% of  respondents in health care, 66% 
of  those in retail, and 59% of  those in 
manufacturing/construction. 

The survey also asked employees what 
fees for accessing their wages before their 
scheduled payday they would consider rea-
sonable. Around three-quarters of  hourly 
(75%) and salaried (71%) respondents said 
they would be willing to pay a fee of  up to 
$5 to access $50 of  their wages early. 

The findings further revealed that large 
shares of  employees are under financial 
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“HR leaders will 
increasingly need 
to develop skills 

related to  
data analytics,  
understanding 
and helping  

others understand 
technology,  

systems thinking, 
design thinking, 

story-telling,  
understanding 

the emerging field 
of mapping jobs, 
skills and tasks, 
and conducting 

strategic workforce 
planning.”

pressure, with 53% of  respondents report-
ing that financial stress distracts them from 
their work. Broken down by age group, 
67% of  respondents aged 35-44, 65% of  
respondents aged 18-34, but just 39% of  
respondents aged 45+ indicated that finan-
cial stress distracts them from their work. 

HR Leaders and the 
Fourth Industrial 
Revolution

As the Fourth Industrial Revolution 
(4IR) blurs the lines between people and 
technology, an initial response, HR4.0, is 
being developed by companies to support 
employees through this rapid transfor-
mation of  the workplace, according to a 
white paper recently released by the World 
Economic Forum. 

Published in December 2019, “HR4.0: 
Shaping People Strategies in the Fourth 
Industrial Revolution,” was based on a 
series of  consultations with chief  human 
resources officers and other experts. The 
paper explored why the 4IR is creating 
the impetus for transformation in people 
strategies and HR practices, what busi-
ness leaders can do to respond, and how 
organizations are currently reacting to the 
pressure to change. 

“HR leaders will increasingly need to 
develop skills related to data analytics, 
understanding and helping others under-
stand technology, systems thinking, design 
thinking, story-telling, understanding the 
emerging field of  mapping jobs, skills and 
tasks, and conducting strategic workforce 
planning,” researchers predicted.

The paper identified six key imperatives 
that business and HR leaders will need 
to implement to help their organization 
adapt to the 4IR. First, researchers said, as 
companies operate more distributed busi-

ness models, leaders will have to develop 
new leadership capabilities. The second 
imperative for businesses is to manage 
the integration of  technology in the 
workplace. 

The third critical task is to enhance 
the employee experience. The authors 
pointed out that the increasing com-
plexity of  the workforce and the use of  
technology is changing the way work is 
experienced, and that HR has an impor-
tant role to play in defining, measuring, 
and enabling the meaningful employee 
experience in the 4IR. 

The fourth imperative is building an 
agile and personalized learning culture. 
According to researchers, HR can play a 
leading role in fostering a culture of  life-
long learning as the demand for certain 
skills declines and the demand for new 
skills emerges. 

The fifth critical task of  HR leaders 
is to establish metrics for valuing human 
capital. The authors observed that the 
mutually beneficial relationship between 
the workforce, the organization, and 
society will make it essential for HR to 
build a compelling case for establishing 
viable and scalable measures of  human 
capital as a key performance driver, and 
to continuously demonstrate that there is 
a clear business case for valuing human 
capital. 

Finally, the authors said, the sixth 
imperative is for organizations to embed 
diversity and inclusion, while emphasiz-
ing that social, economic, and political 
changes represent an opportunity for 
organizations to advance inclusion and 
diversity goals. Researchers called upon 
HR to go beyond compliance require-
ments to create a culture of  diversity 
and inclusion that focuses on changing 
behaviors, attitudes, and mindsets; and 
that is integrated into every aspect of  
the organization, including recruitment, 
rewards, and performance management. 


