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Introduction

Employment is nearing pre-pandemic levels, but an
increase in the number of establishments is straining
the labor market. Many hospitality and restaurant
employers still struggle to fill positions.

The industry is also adapting to global trends and optimizing their operations, including
technology integration. All of these developments influence customer preference while requiring
investments to help employers evolve faster and remain competitive.

Wellbeing is at the center of Gallagher Better Works®, our comprehensive approach that

aligns your people strategy with your overall business goals. It focuses on the full spectrum of
organizational wellbeing — taking a strategic approach to investing in employee wellbeing at the
right cost structures to support diverse workforce needs.

Part of our Workforce Trends Report Series, this addendum highlights key findings and

implications based on 132 hospitality and restaurant organizations that participated in our 2024
Benefits Strategy & Benchmarking Survey. From broad insights to specific findings, you'll gain a
practical perspective on trends and best practices to help you face your future with confidence.
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https://www.ajg.com/us/about-us/how-we-work/gallagher-better-works/

Benefits Strategy & Benchmarking Survey Hospitality & Restaurant Participant Profile

6 * 1 ].3 2 Workforce size — full-time equivalents (FTEs)

Hospitality and restaurant

organizations
Small employer — under 100 FTEs - 29%

Type of hospitality and restaurant Lower midsize employer — 100 to 499 FTEs 44%
organization

Upper midsize employer — 500 to 999 FTEs I 6%
Restaurant

Large employer — 1,000 or more FTEs - 20%
Museum or historical site

Media or production

Geography

Lodging

Resort (e.g., beach, ski, spa)

14%

Sports team, club, or facility

B Northeast

B southeast

Tourism
B North Central

South Central

Performing arts
. West

Other




Key Takeaways for Hospitality & Restaurant Employers

Organizational
Wellbeing

Physical & Emotional
Wellbeing

Career Wellbeing

Financial Wellbeing

Managing talent effectively requires flexible and
competitive compensation strategies tailored to
regional markets.

A benefits package that addresses the most
important needs of a diverse workforce,
including healthcare, is essential.

A sense of connection improves the employee
experience and can distinguish organizations as
employers of choice.

Wage increases reliably improve employee
satisfaction, but a possible trade-off is a budget
reduction for financial wellbeing initiatives.




Organizational
Wellbeing

Talent management calls for
regionalized, flexible, and competitive
compensation strategies.

Advances in technology and other change drivers are transforming the industry as revenue
priorities more directly impact growth strategies. While optimizing supporting capabilities is
important, optimizing talent management will always be the difference maker. Competitive
salaries are a given. But evolving employee preferences and an unpredictable market are
challenging employers to innovate and differentiate their benefit approaches.

Competition for workers varies and is locally influenced by economic conditions,
employment laws, and cultural factors. A key element affecting better attraction and
retention outcomes is flexible pay based on regional market considerations.

Creating an inclusive work environment provides a richer employee experience.

Investments in developing multi-cultural and generational talent help stabilize headcount,
bridge operational gaps, and achieve superior service standards. Strategic, well-informed
planning is essential for making changes that are meaningful for all employees.




Organizational Wellbeing

More than

lin 2

Expect to add and/or upgrade their HR technology

solutions by 2026
Top HR priorities
@ : : : : :
Retaining talent Creating a Training and
strong culture developing
employees

Take a multi-year approach to planning

-~

15% 14%

Compensation Benefits
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Actions taken to optimize the organization’s HR
technology investment

Stay current on HR technology o,
market trends S0%
Regularly evaluate the ability of

solutions to meet current needs

Conduct periodic reviews by the 19%
internal governance committee °

O Have a comprehensive HR technology strategy
O that aligns with organizational strategies

Total rewards enhanced to support employee
recruitment and retention

Medical benefits - 28%

Variable compensation

or bonus programs




Physical &
Emotional
Wellbeing

Strong benefits are essential to retaining
employees, who are often the face of
the brand.

Thin margins, typical in the industry, narrow the extent and selection of benefits available
to the workforce. Equally important to attraction and retention is not only making good
choices, but also managing them well. Determining priorities for different employee
populations can provide better insight, allowing employers to identify affordable options
with both broad and diverse appeal.

Innovative solutions, such as flexible benefits and access to a variety of wellbeing
programs, can control healthcare costs while offering clear value. Active interest in
supporting mental health continues with enhanced communications that raise awareness
and use of these resources.

Social determinants of health such as economic stability, access to care, and a sense of

community can significantly promote wellbeing. Policies and benefits that address these
factors effectively are known to decrease absenteeism, support prevention and condition
management, and increase productivity. They can also benefit the organization by
improving employee satisfaction.




Physical & Emotional Wellbeing

Top components of emotional
wellbeing initiatives

ONON

Employee assistance Virtual or telephonic Diversity, equity, and
programs mental health counseling inclusion (DEI) initiatives

8 4 O/0 Offer 2 or more medical plans

Healthcare cost-control tactics used in 2024

Provide wellbeing incentives - 37%

Provide employees with
cost-transparency tools

Provide employees with o,

healthcare decision support - 28%

Deploy enhanced mental and - 23%
o

behavioral health programming
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lin5S

Have a comprehensive wellbeing strategy
focused on whole-employee health

Approach to paid time off (PTO)

o,
52% 42% 6%
Separate vacation, sick,  Combined bank Unlimited PTO
and personal days of days

O Offer PTO to part-
0 time employees



Career
Wellbeing

Maintaining a culture of
appreciation can set organizations
apart as employers of choice.

Appreciation for employees often coincides with a positive work atmosphere

that contributes to growth opportunities and an attractive employer brand. In an
environment of respect where people feel valued, motivation and productivity are
more likely to be self-driven and sustainable. This type of culture can also create an
employer-of-choice reputation, making it easier to attract and retain top talent.

Expectations for employees to deliver a high level of customer satisfaction, with
less staff on hand, are relatively common in the hospitality and restaurant industry.
So the ability of managers to adapt and cope with economic changes, seasonal
variances, and unforeseen crises is invaluable. Day to day, they’re instrumental in
guiding, training, and motivating employees while maintaining a supportive and
constructive environment that drives service quality. When they strategically apply
team strengths and skills for optimal outcomes, they can also boost employee
performance and encourage career development to support a better bottom line.




Career Wellbeing

Functions and activities that have Tactics used to improve employee engagement
integrated DEI policies or practices

Provide employee recognition
for superior performance

Support employees in developing and
pursuing a career path
o,
87% 67% 50% )
Connect employees’ efforts to positive
impacts on strategy, mission, vision, or values

Recruitment Communication Leadership Define clear
accountability performance goals

Communicate in a way that
fosters trust and confidence

° O Report that the key purpose of their current DEI
initiatives or strategy is to align with the core
O values of the organization

Consider their workforce highly engaged

Top components of career wellbeing initiatives

O Have a strategy for
improving employee
O engagement

Management Service Ongoing

or leadership awards or performance

development employee feedback or
training recognition coaching
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Financial
Wellbeing

Increasing pay may boost employee
satisfaction, but managing other
financial concerns promotes retention.

Many employees are focused on daily living expenses and other short-term financial
concerns. While competition for workers within and across industries has increased
upward pressure on hourly pay, consumer goods and housing inflation can still
outpace these gains. An industry wage structure that often consists of shifts and
hourly or part-time positions can even worsen the challenge. Debt management
needs are another factor that may add pressure. Nevertheless, with a plan in place,
barriers to a secure financial future are surmountable.

There are several ways to manage employees’ financial wellbeing. Providing access
to educational resources, emergency relief funds, and benefits that consider broader
interests — such as affordable healthcare and discounted goods or services — offer a
starting point.

Like other benefits, communicating about available financial resources and programs
is foundational to utilization. Targeted strategies and personalized messages that

consider diverse needs and preferences, and meet people where they are financially,
help them advance toward their goals.




Financial Wellbeing

Most common retirement plans offered

V o -
84% 16% 8%

401(k) 403(b) Nonqualified deferred
compensation

O Have a retirement
O program

O Increased their focus on employee financial
O wellbeing in 2024

Nearly

9in 10

Match employee contributions

Top components of financial wellbeing initiatives

OIO10X 1

Employee One-to-one Financial Will preparation, Financial

discount financial literacy estate planning, planning

programs coaching resources or or other legal or wealth
sessions seminars services management

services
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Methods used to promote
better savings habits

p
22%

Auto-enrollment Auto-escalation
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Final Remarks

An inspiring and inclusive work environment is critical for an industry that’s continually influenced by market
dynamics. While financial performance drives success, growth depends on effectively developing and managing
a diverse multi-generational workforce. Organizational, employee, and customer priorities all need to align.

A successful attraction and retention strategy combines competitive pay with benefits that broadly appeal
to different workforce preferences. By acknowledging and addressing the social determinants of health with

supportive policies, employers can lower absenteeism, boost productivity, and improve employee wellbeing.

Engagement surveys often identify specific workforce attributes and motivators. In tandem or separately,

an assessment of existing programs and resources can illuminate any misalignment with goals and pinpoint
opportunities for improvement. Managers who are able to adapt with change and respond effectively in a
crisis are a stabilizing force, especially when economic fluctuations strongly influence consumer and employee
behaviors. Their capacity to build a supportive environment, guide and motivate employees, and productively
apply individual team strengths promotes high-quality service and customer satisfaction.

Hospitality and restaurant organizations simultaneously face the challenges of managing employee
compensation increases and profitability targets. More efficient operations and more effective communication
are key elements of a strategic response. Messages should highlight the availability and value of resources that

appeal to a diverse workforce, such as financial education, paid leave, and accessible healthcare.

For additional insights and custom benchmarking on the latest trends impacting hospitality and restaurant
employers, contact your local Gallagher consultant.

2024 WORKFORCE TRENDS REPORT SERIES | HOSPITALITY & RESTAURANT

14



About Gallagher

Your people are your organization’s greatest asset.

But daily hardships — like economic uncertainty, personal and family health concerns, and
insufficient resources or staffing at work — can take a toll on your people and leave your business
struggling with hindered productivity, heightened disengagement, and strained retention.

That’s why every aspect of your benefits and compensation program needs to work in concert
to promote overall employee wellbeing. Offering robust medical coverage and a competitive
retirement plan isn’'t enough in today’s hyper-competitive labor market.

As employees across all geographies, industries, and employer types navigate the ever-
changing world, organizations must critically evaluate their people’s experience in the
workplace — finding unique ways to engage teams, establish authentic connections, and
support employee wellbeing overall.

Doing so can help your business attract top talent, motivate employees, and shift the organizational
culture so employees feel differently about their work. When organizations find ways to reduce
burnout and increase productivity among their people, business performance can soar.

This is why employee wellbeing is at the center of Gallagher Better Works™ — a comprehensive
approach for strategically investing in benefits, compensation, retirement, employee
communication, and workplace culture so you can support your people’s physical and emotional
health, financial confidence, and career growth at the right cost structures.

From evaluating the demographics of your workforce to surveying and analyzing competitor
trends, Gallagher offers you data-driven insights — allowing you to make the most of your
investment in talent, deliver a better people experience, and reduce organizational risk.

Even in times of uncertainty, Gallagher’s consultants are here to help you optimize your
profitability with a strategy rooted in the wellbeing of your people — so you can face the future
with confidence.



TERMS OF USE

The intent of this Survey is to provide you with general information regarding current practice within the employee benefits environment. The data does not constitute recommendations or other advice regarding employee benefit programs, and the user is in no way obligated to
accept or implement any information for use within their organization(s). The decision to utilize any information provided rests solely with the user, and application of the data contained does not guarantee compliance with applicable laws or regulations regarding employee benefits.
Information provided by the Survey, even if generally applicable, cannot possibly take into account all of the various factors that may affect a specific individual or situation. Additionally, practices described within the Survey should not be construed as, nor are they intended to provide,
legal advice.

The Website and the Content do not constitute accounting, consulting, investment, insurance, legal, tax or any other type of professional advice, and should be used only in conjunction with the services of a Gallagher consultant and any other appropriate professional advisors who
have full knowledge of the user’s situation.

Gallagher does not represent or warrant that the Content will be correct, accurate, timely or otherwise reliable. Gallagher may make changes to the Content at any time. Gallagher assumes no responsibility of any kind, oral or written, express or implied, including but not limited to
fitness for a particular purpose, accuracy, omissions and completeness of information. Gallagher shall in no event whatsoever be liable to licensee or any other party for any indirect, special, consequential, incidental, or similar damages, including damages for lost data or economic loss,

even if Gallagher has been notified of the possibility of such loss. For the purposes of this section the term “Gallagher” shall be construed so as to include Gallagher Surveys as a marketing division and/or Gallagher Benefit Services, Inc. and its affiliates.

Gallagher Fiduciary Advisors, LLC (“GFA”) is an SEC Registered Investment Advisor that provides retirement, investment advisory, discretionary/named and independent fiduciary services. GFA is a limited liability company with Gallagher Benefit Services, Inc. as its single member.
GFA may pay referral fees or other remuneration to employees of AJG or its affiliates or to independent contractors; such payments do not change our fee. Neither Arthur J. Gallagher & Co., GFA, their affiliates nor representatives provide accounting, legal or tax advice.

Securities offered through Osaic Wealth, Inc. member FINRA/SIPC. Osaic Wealth is separately owned and other entities and/or marketing names, products or services referenced here are independent of Osaic Wealth. Neither Osaic Wealth nor their affiliates provide accounting, legal
or tax advice. GFA/Osaic CD (6842503)(exp072026).

For institutional use only. Not for public distribution. All rights reserved. No part of this book, including the text, data, graphics, interior design and cover design may be reproduced or transmitted in any form, without explicit consent from Arthur J. Gallagher & Co.
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