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Introduction
When healthcare organizations were rapidly and 
significantly impacted by the pandemic, financial 
instability followed. As they move into the next 
evolution of normal, the lasting effects are apparent. 

An organization is only as strong as its people. And in an industry where employees are 

dedicated to caring for others, successful attraction and retention of talent requires a 

stronger focus on employee wellbeing. That’s why it’s 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 responses from 698 healthcare organizations that participated in our 

2022 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.

3

https://www.ajg.com/us/about-us/how-we-work/gallagher-better-works/
https://www.ajg.com/us/about-us/how-we-work/gallagher-better-works/


2022 WORKFORCE TRENDS REPORT SERIES |  HEALTHCARE

698
Healthcare organizations

Workforce size — full-time equivalents (FTEs)

Type of healthcare 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 Central16%

36%
14%

24%

10%

Benefits Strategy & Benchmarking Survey Healthcare Participant Profile

23%

37%

13%

26%Multi-hospital system or subsidiary

Psychiatric hospital or behavioral  
health facility 

Independent hospital

Long-term care facility, home  
health or hospice

Single hospital system

Healthcare association,  
foundation or cancer center

Medical group or clinic

Other

17%

6%

14%

5%

15%

6%

13%

23%
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Key Takeaways for Healthcare Organizations

Beyond compensation, the shifting drivers of 
engagement and turnover are shaping total 
rewards and future workforce strategies.

Career Wellbeing

Attracting and retaining talent are top concerns, 
as budget and other financial challenges 
raise the stakes for a carefully constructed 
compensation and benefits strategy.

People & Organizational 
Wellbeing Strategy

Physical & Emotional 
Wellbeing

Savings through better pharmacy benefit 
management strategies can help to mitigate costs 
during a period of economic volatility.

Financial Wellbeing
Financial wellbeing is easier to attain when 
employers actively engage employees in 
supporting benefits.

Organizational 
Wellbeing

Responding effectively to the need for holistic 
employee wellbeing requires a modernized, 
proactive approach backed by leadership and 
clear communication.
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People & 
Organizational 
Wellbeing 
Strategy
Attracting a committed and engaged 
workforce requires a commitment to 
the whole health of employees.
Different but interrelated pressures on health systems and hospitals in recent years range 

from hiring and engaging a workforce that delivers high-quality care, to maintaining a 

sustainable level of revenue and market share. Securing a competitive workforce is the 

highest priority for both HR and operations, which continually work to minimize the costs of 

employee replacement and adding agency nursing staff.

Employers can achieve the full potential of employee wellbeing through strategic initiatives 

that support physical, emotional, career and financial aspects. Prioritizing diversity promotes 

high-performing teams and policies that address disparities help sustain engagement. Goal 

plans and guidelines should reflect this standard at all levels of the organization, and extend 

to partners and vendors. 
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People & Organizational Wellbeing Strategy

Turnover rate of 15%  
or more in 2021

Top HR challenges unique to hospital and health systems

Rank retaining talent  
as the No. 1 priority 

Compensation Benefits

1 year 

1–2 years

3+ years

70%

Compensation and benefits planning horizon

20%

10%

23%

12%

HR Operations

57%

View compensation and benefits as investments 
in maximizing workforce performance to help 
achieve operational outcomes1 in 4

Expect to increase 
workforce headcount 
by 2023

Attracting 
and keeping 
nursing staff

Reducing 
physician 
and staff 
burnout

Improving 
overall morale 

within the 
organization

Improving staff 
performance 
to improve 

patient 
satisfaction

Attracting 
and keeping 

physician 
staff

1 2 3 4 5

Actual

66%

Expected

44%

75% 61%

65%

Nearly



Physical & 
Emotional 
Wellbeing
Employers are looking for ways to 
relieve costs without shifting them  
to employees.
Pharmacy benefit opportunities are often overlooked. Carve-outs, plan design changes 

and improved tactics help manage specialty drug utilization. And reviewing third-party 

agreements and contracts is well worth the effort when improperly applied discounts  

are uncovered.

Cost containment also requires keeping employees healthy. Data monitoring can alert 

employers to overwork and the need for paid time off (PTO), or a leave when appropriate, 

to avoid or recover from burnout. What matters more than the number of days granted 

is a clear and consistent approach. Some employees simply need more flexibility in using 

the PTO they’ve already earned. Even simple policy changes such as allowing them to 

donate PTO to others in their organization, or receive it, can build employee morale and 

strengthen engagement.
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Physical & Emotional Wellbeing

+6
points from 
2021 to 19%

More than

Increased employee cost share at the most 
recent renewal

1 in 2

54%

43%

68%

32%

1%

Allow employees to donate vacation 
or PTO to others in the organization 
whose sick leave is exhausted

Either don’t know or don’t use 
tactics to manage the use and costs 
of specialty drug benefits

Carve out the 
pharmacy benefit

Combined 
bank of days 

Separate vacation, 
sick and personal days

Unlimited PTO

Approach to PTO

Top healthcare cost-management challenges

High cost 
of medical 

services 

Unhealthy covered 
population 

(employees and 
dependents) 

High cost 
of specialty 

drugs 

1 2 3
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Career  
Wellbeing
Addressing both engagement  
and retention drivers is key to 
career wellbeing.
Engagement taps into all factors that constitute career wellbeing, including career 

mobility and fair compensation. And measuring their effects can provide the insight 

needed to create and sustain mental and emotional connections to an employer. 

Basing compensation on contributions to organizational success may be effective 

when staffing shortages occur, especially for nurses and others who directly impact 

care delivery and patient satisfaction.

Work-life balance heavily influences retention, and employers are aware that 

flexibility and time off contribute significantly. The strong desire for more flexible 

work policies and environments is a push from employees for a greater say over how 

their work gets done.
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Part-time remote working

Full-time remote working

Flextime 

Compressed work weeks 

Job sharing 

Tactics used to address workplace flexibility

Top components of career wellbeing initiatives

Career Wellbeing

53%

57%

Believe their 
workforce is 
highly engaged

Conducted a survey 
to measure workforce 
engagement in 2020 
or 2021

Nearly

Have a strategy to improve employee engagement

3 in 5

Total rewards elements enhanced to meet 
recruitment and retention objectives

Base salary Variable compensation 
or bonus programs

54%

43%

29%

11%

Service 
awards or 
employee 

recognition

Ongoing 
performance 
feedback or 

coaching

Management 
or leadership 
development 

training 

Employee 
development 

training

Peer-to-peer 
recognition

1 2 3 4 5
83% 50%

59%



Financial 
Wellbeing
An effective wellbeing strategy can 
strengthen financial security by 
addressing different needs.
Worries about money have largely overtaken concerns about the adverse effects of 

COVID on physical health. Across income levels, many employees need help with their 

finances, from budgeting and debt reduction, to funding a secure retirement and 

managing wealth. When saving and spending challenges compete, as they often do, 

support for financial wellbeing can guide better decisions. 

Programs, services and other resources should focus on helping employees align 

their financial goals with their life goals. For example, providing access to financial 

professionals and expanding their selection of insurance benefits offers opportunities 

to both promote growth and stabilize success. 
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Top financial wellbeing programs and resources

Financial Wellbeing

More than

Indicate financial wellbeing has become more important since 2020

2 in 5

Employee 
discount 
programs

1
Personal 
financial 
coaching 
sessions

2
Financial 
literacy 

and other 
education

3
Will 

preparation, 
estate planning 
or other legal 

services

4
Student 

loan 
forgiveness

5

80%
Match employee retirement 

contributions 

Methods used to promote 
better savings habits

Types of supplemental insurance 
offered for increased protection

Most common retirement plan  
vesting schedules

Auto-enrollment

Immediate

Auto-escalation

1–3 year cliff

48% 26%

29%

28%

Hospital 
indemnity

Cancer care

Critical illness
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77%

58%

52%



Organizational 
Wellbeing
Proactive and comprehensive 
wellbeing is driven by data and 
backed by leadership. 
Holistic wellbeing strategies and program design call for HR and leadership to align 

their understanding of where the organization currently stands, including key issues. 

Next, when developing a plan for optimization, data can be useful in accurately 

depicting employee and organizational health. Vocalized support through clear 

communications from the top down helps employers secure a better future by 

delivering a better employee experience.

Cultivating employee trust promotes an environment of psychological safety. 

Typically, results are found in a variety of progress markers such as lower benefit 

costs, fewer safety incidents and reduced absenteeism rates. A net effect of higher 

retention rates and increased employee wellbeing is a net gain in better operating and 

organizational outcomes.
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Organizational Wellbeing

+5
points from 
2021 to 49%

Agree their organization has a 
culture of total wellbeing

No strategy

No strategy, but provide some 
wellbeing opportunities

Strategy focused on traditional 
physical health options

Comprehensive strategy focused on 
whole-employee health

Scope of the wellbeing strategy

Expected changes to HR 
technologies by 2024

19%

18%

35%

28%

87% 26%Say leaders are concerned about 
the impact of stress and burnout 
on their organization

Have a comprehensive employee 
communication strategy

Expand Replace Both expand 
and replace

Just over

Think their organization’s communication with employees 
creates tangible results or behavior change 

1 in 3

47% 8% 16%



Final Remarks
Healthcare organizations are in the business of healing people and making their lives better, and this 

extraordinary commitment extends to the wellbeing of their employees. However, the financial effects of 

turnover have a downstream impact on both team synergy and the quality of care they can realistically deliver. 

Retaining key staff members, especially clinicians and nurses, remains critical. 

Top challenges are unchanged from 2021, which suggests more must be done to resolve key issues facing 

healthcare organizations. For those that rely on dated operating models, transformation will require an active 

commitment and innovation, including more strategic workforce planning and the use of global solutions.

Breaking the boundaries of a traditional mindset allows healthcare organizations to grow and create 

an employee value proposition that more fully reflects their cultural values. This enables holistic and 

comprehensive approaches to physical and emotional wellbeing, absence management, career development 

and employee communication to optimize total rewards outcomes. In the process, organizations will 

continually strengthen the connection between individual contributions and their own success. 

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

contact your local Gallagher consultant or visit ajg.com/emergingstronger.
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About Gallagher
People are your organization’s greatest asset. But when 
their daily lives are impacted by major struggles like a 
global pandemic, economic strife and geopolitical risks, 
hardship can take its toll — both on your people and 
your business.

As employees across all geographies, industries and employer types navigate an ever-changing 

world, organizations must critically evaluate their people experience — finding unique ways to 

engage teams, establish authentic connections and support employee wellbeing, overall.

Making an intentional connection between your people’s wellbeing and your organization’s 

performance is imperative for optimal results. When your people are all in, your business can 

attract top talent, motivate employees and shift the organizational culture — helping employees 

to feel differently about their work. As a result, organizations can reduce burnout and increase 

productivity among their people, and 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 and employee 

communication so you can support the health, financial security and career growth of your people 

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, we’re here to help you optimize your profitability with a strategy rooted in 

the wellbeing of your people.
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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. Securities may be offered through Triad Advisors, LLC (“Triad”), member FINRA/SIPC. Triad is separately owned and other entities 
and/or marketing names, products or services referenced here are independent of Triad. Neither Triad, Arthur J. Gallagher & Co., GFA, their affiliates nor representatives provide accounting, legal or tax advice. GFA/Triad CD (4926749)(exp082024).

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.

“World’s Most Ethical Companies” and “Ethisphere” names and marks are registered trademarks of Ethisphere LLC.
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