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Introduction
The manufacturing industry is reinvigorating its culture 

and benefits to help ease the pinch of rising costs and an 

aging workforce. Companies have a clear-eyed view of the 

challenges they face in appealing to a new generation of 

workers. And this perspective motivates them to clearly 

define career paths while also considering innovative ways 

to bolster employees’ wellbeing.     

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 460 manufacturing 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.

Tammy Olson
Area Senior Vice President

tammy_olson1@ajg.com

Kathleen Schulz
Global Innovation Leader, Organizational Wellbeing

kathleen_schulz@ajg.com
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460
Manufacturing organizations

Workforce size — full-time equivalents (FTEs)

Type of manufacturing organization

Geography

Small employer — under 100 FTEs

Lower midsize employer — 100 to 499 FTEs

Upper midsize employer — 500 to 999 FTEs

Large employer — 1,000 or more FTEs

Southeast

South Central

West

Northeast

North Central10%

47%
18%

13%

12%

Benefits Strategy & Benchmarking Survey Manufacturing Participant Profile

23%

46%

11%

21%

Primary metal, fabricated metal,  
and machinery

26%

Electrical equipment, appliances,  
and components6%

Transportation equipment  
and automotive supplies9%

Textiles, leather, and apparel3%

Food, beverage, and tobacco11%

Wood, paper, and printing5%

Petroleum, coal, chemicals,  
plastics, and rubber7%

Other33%
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Key Takeaways for Manufacturing Employers

Financial Wellbeing
Supportive benefits include enhanced resources 
that tackle employees’ daily financial stressors, 
promoting interest in longer-term savings.

Prioritizing the development of future leaders 
and improving internal communications builds 
organizational trust.

Career Wellbeing

Physical & Emotional 
Wellbeing

Health benefits that combine retention  
goals with the company’s cultural values  
increase employee satisfaction and 
organizational strength.

Organizational 
Wellbeing

Empowering managers to boost productivity 
and retain talent is key to maintaining desirable 
benefits while minimizing low-value services. 
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Organizational 
Wellbeing
Workforce empowerment boosts 
productivity and talent retention. 
To compete and excel, manufacturers need a robust and engaged workforce. But that’s 

more difficult to come by as established workers retire and new employees are drawn to 

flexible environments.

Leaning into the resources at their disposal, organizations are putting managers in charge 

of workforce empowerment. Operating at the front line, they oversee all professional and 

personal duties that their jobs entail. The manager’s role is to maintain productivity and 

retain talent, which is a high priority for many organizations.

A key challenge is simultaneously navigating the increased cost of raw materials, shipping, 

and labor. To avoid passing on costs to customers and employees, manufacturers are 

reviewing contracts with a critical eye for opportunities to cut costs on low-value services.
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Organizational Wellbeing

Total rewards enhanced for 2024 to support  
employee recruitment and retention

28%  Experienced turnover of 25% or more in 2023

Expect to increase workforce headcount by 2025

Wellbeing initiatives

Voluntary or supplemental benefits

Base salary 73%

29%

26%

Medical benefits 36%

Variable compensation or 
bonus programs 31%

More than

Expect to add and/or upgrade their  
HR technology solutions by 2026

1 in 2

1 in 2

Top HR priorities

Retaining 
talent

Attracting 
talent

Training and 
developing 
employees

1 2 3

Top operational priorities

Growing 
revenue 
or sales

Retaining 
talent

Maintaining or 
decreasing overall 

operating costs

1 2 3
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Physical & 
Emotional 
Wellbeing
Embedding company values in wellbeing 
initiatives increases their impact.
Recognizing the links between work culture and employee retention, manufacturers aim 

to embed company values within their physical and emotional wellbeing benefits. As part 

of this process, they’re thinking outside the boundaries of vendor-provided options.

Understanding specific stressors that affect the workforce comes first. The next step 

is identifying the types of programs and resources that will enhance organizational 

wellbeing, while serving employee needs. Once these phases are complete, design and 

implementation follow. 

Some employers are developing high school mentoring programs in response to increased 

employee interest in social responsibility. They also serve as a feeder system for initiatives 

that recruit employees or transfer knowledge from retirees. Approaches that meet 

multiple objectives help to maximize the impact and minimize costs. 
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Physical & Emotional Wellbeing

Less than

Have a comprehensive wellbeing strategy 
focused on whole-employee health

1 in 4

41%
Did not increase 
employee cost 
sharing at the most 
recent renewal

Flu vaccines 

Employee assistance programs

Tobacco cessation tools

Virtual or telephonic  
mental health counseling

Promotion of preventive care and 
age appropriate screenings  

Diversity, equity, and  
inclusion (DEI) initiatives

Biometric screenings

Stress management, resiliency,  
or meditation programs

Components of physical wellbeing initiatives

Components of emotional wellbeing initiatives

67%

66%

61%

33%

59%

25%

85%

93%

35% Apply at least one value-based health management 
tactic (e.g., reducing employee costs for prescription 
drugs to treat high-cost chronic conditions like cancer)

57% 41% 2%
Combined 

bank of days 
Separate 

vacation, sick, 
and personal 

days

Unlimited 
PTO

Approach to paid time off (PTO)
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Career 
Wellbeing
Cultivating future leaders and 
building trust strengthens  
employee engagement.
Employee engagement is broadly seen by manufacturers as important for future 

success. There’s also a consensus that career growth increases this metric. For this 

reason, many industry employers consider preparing future leaders a strategic priority.

An emphasis on growth opportunities aligns with efforts to empower managers 

who are prepared to direct interested employees to career-related initiatives. 

Employers are also looking to enhance their approach to workforce appreciation and 

recognition. An overarching theme for organizations is building trust, underscoring 

the message that employees are in the right place to build their careers.

Continued investment in communications is a catalyst for success. Multiple internal 

channels are needed to reach dispersed employees who are busy on the line or 

selling to customers, and prioritizing effective methods is key.

10
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3

Tactics used to address workplace flexibility

Top components of career wellbeing initiatives

Career Wellbeing

38%

48%

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

Believe their workforce is highly engaged

Have conducted a survey to measure 
employee engagement since 2022

Nearly 3 in 5 Service 
awards or 
employee 

recognition

 Employee 
development 

training

Ongoing 
performance 
feedback or 

coaching

Management 
or leadership 
development 

training

Peer-to-peer 
recognition

1 2 4 5

Hybrid work

Flextime

Full-time remote work

45%

35%

64%

Tactics used to improve 
employee engagement

Support employees 

in developing and 

pursuing a career path

Communicate in a 

way that fosters trust 

and confidence

44% 41%
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Financial 
Wellbeing
Daily living resources and  
next-gen health plans help  
build financial stability.
When saving and spending challenges compete, as they often do, financial 

wellbeing support can guide employees toward better decisions. Manufacturers 

are now offering more robust educational resources for improving financial 

stability and enabling emergency savings. 

Strategies that address savings and investments, using retirement planning 

resources, complement guidance on near-term spending. Together, they help 

employees make more informed choices, now and in the future.

Interest in health plans that improve cost transparency and care access is 

increasing due to healthcare costs related to an older workforce. Next-gen health 

plans that offer concrete cost assessments allow employees to shop their options 

wisely, and may offer lower out-of-pocket expenses. For employers there’s a need 

to consider whether their associated upfront costs will yield long-term savings, by 

reducing individuals’ financial barriers to care. 
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Financial Wellbeing

Offer tuition assistance76%

84% Have a retirement 
program

Components of financial wellbeing initiatives

Employee discount programs

Financial literacy 
resources or seminars 

Will preparation, estate planning, 
or other legal services 

One-to-one financial 
coaching sessions

Financial planning or wealth 
management services

54%

54%

49%

45%

54%

Most common active retirement plans offered

401(k) Nonqualified deferred 

compensation 

Defined benefit 

(pension)

Methods used to promote 
better savings habits

Auto-enrollment Auto-escalation

99% 8% 4%

68% 48%

Match employee contributions

More than

9 in 10
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Final Remarks
Cost control, attraction, and retention are recurrent themes for manufacturers in 2024. Recruiting new 

talent remains a priority as demands grow for highly skilled labor. However, challenges have surfaced due 

to perceptions that the industry offers limited flexibility for workers. Countering this image, employers 

have strengthened their focus on defining career paths, implementing succession planning, increasing 

transparency, and communicating more openly. 

Rising concerns related to healthcare for aging workforces include escalating costs of musculoskeletal, 

cardiometabolic, and cancer-related conditions. Combined with inflation and continued supply chain issues, 

there’s a greater need to manage finances without shifting more of the burden to employees. Encouragingly,  

more employers view health and wellbeing improvements as opportunities to control and optimize expenses.

There’s also a trend toward embedding company values into cultural initiatives, which can enhance 

employee engagement and job satisfaction. Building trust by improving managers’ effectiveness, preparing 

future leaders, and reinforcing internal communications shows a commitment to employee satisfaction, 

engagement, and financial stability. When employees feel appreciated and recognized, they’re more 

productive and loyal. They’re also more likely to build resiliency — helping to reduce burnout and improve 

employee engagement.

For additional insights and custom benchmarking on the latest trends impacting manufacturing employers, 

contact your local Gallagher consultant.
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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.
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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 (6697299)(exp062026).

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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