
SEE WHERE 
YOU STAND

2018 Benefits Strategy & Benchmarking Survey — 
K-12 Industry Addendum



2 INDUSTRY ADDENDUM2018 BENEFITS STRATEGY & BENCHMARKING SURVEY

K-12

Survey Overview
Gallagher’s 2018 Benefits Strategy & Benchmarking Survey 

asked U.S. employers close to 300 questions across the total 

rewards spectrum. This addendum highlights key findings and 

implications based on responses from 296 K-12 employers 

participating in this year’s research.

Scholastic employers are ramping up efforts to innovate 

their approach to benefits and compensation as they seek to 

attract the next generation of teachers and retain experienced 

educators. Slow growth in educational budgets, coupled with 

public demands for greater investment in education, creates 

the need for cost controls and better value from investments 

in employees.

This benchmarking report showcases how multi-source, data-

driven planning can help address strategic challenges and 

identify areas of opportunity for benefit and compensation 

programs, resulting in better work. 

FULL-TIME EMPLOYEES (FTES) — DOMESTIC 

TYPE OF EDUCATIONAL ORGANIZATION

PERCENTAGE OF WORKFORCE UNIONIZATION¹

77% 
23% 

Public

Private/Charter

100 to 499 FTEs 1,000 or more FTEs 

Under 100 FTEs 500 to 999 FTEs 

26%

13%

17%

44%

1Due to rounding, percentages do not total 100%

3%

7%

39%

16%

33%0%

1%-24%

25%-49%

50%-74%

75%-100%



GALLAGHER

K-12

3AJG.COM

Recent legislative and judicial activity on collective 

bargaining may make it difficult for school districts to 

engage in long-term benefits and compensation planning, 

but those same forces create the opportunity for a fresh 

approach. Half (50%) of K-12 employers approach benefits 

planning on a year-to-year basis and 28% do so in one- 

to two-year cycles. Just 22% have a multi-year process. 

Compensation planning looks slightly better, with 34% 

managing on a year-to-year basis, 31% in one- to two-year 

cycles and 35% taking a multi-year approach.

Attracting and retaining a competitive workforce is a 

cornerstone goal for scholastic employers, with 70% 

naming it the top operational priority and 75% naming 

it the top HR priority. Twenty-eight percent (28%) of 

employers saw a 2017 turnover rate of 10% or more, 

although 13% projected such turnover. Larger-than-

expected turnover is disruptive in education, especially 

losses of highly valued leadership and experienced 

educators who are hard to replace. 

As the labor market for educators is particularly tight, with 

no shortage of young graduates and volatile competition 

for leadership talent, employers need to rethink how to 

create the most attractive total rewards package possible 

within the confines of a set budget. Evaluating specific 

employee interests across workforce demographics 

and benchmarking within and outside the organization 

will ensure benefits are competitive and align with 

engagement and operational goals. 

Younger workers have an appetite for career support, 

yet only 40% of K-12 employers include developing and 

pursuing a career path as part of their engagement 

strategy. Fully one-third (33%) say they don’t spend 

enough on training and development. Strong employee 

training such as mentoring programs (offered by 60% 

of K-12 employers) promotes skill building between 

employees with different backgrounds, builds 

organizational knowledge and helps fill the void left by                     

departed employees.

SLIGHT TREND TOWARD MULTI-YEAR PLANNING

ATTRACTING AND RETAINING A COMPETITIVE 
WORKFORCE IS A TOP PRIORITY

70% 

33% 

75% 

Human Capital Strategy

Top operational priority

Top HR priority

22%
35%

UNDERSPEND ON WORKFORCE 
TRAINING AND DEVELOPMENT

Benefits planning
*Up 4 points from 2017

Compensation planning
*Up 3 points from 2017

https://www.ajg.com/
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FUNDING ARRANGEMENT

Healthcare benefits are an essential element of recruitment 

and retention efforts, as 56% of K-12 employers say medical 

and pharmacy are cornerstones of their benefits offering. 

The issue for employers is cost and affordability.

Seventy-three percent (73%) of K-12 employers say health 

benefits cost management is a priority, yet only 44% feel 

they have an effective strategy. More employers say single 

coverage premiums are affordable (75%) than those saying 

family coverage is affordable (45%). Only 58% believe 

that additional costs such as deductibles, copays and 

coinsurance are affordable. 

Two-thirds (66%) feel employees are satisfied with the 

health benefits offered. The majority (53%) of scholastic 

organizations offer three or more medical plan options, 

while 26% offer two and 21% offer a single plan. The influx 

of younger workers is an opportunity for employers to 

modify expectations and introduce new, cost-sustainable 

plan designs. 

With wellbeing programs poised for growth over the next 

two years, K-12 employers are looking for additional ways 

to engage employees and improve health and utilization 

of high-value services. For example, telemedicine reduces 

access barriers, while cost-transparency tools help 

employees compare the cost of care across different 

providers and locations. 

More than half (59%) of K-12 employers did not raise 

employees’ medical cost share through plan design 

changes in 2018. With limited interest in doing so in the 

near future, employers should consider tactics independent 

of employee costs or health behavior. Self-insurance can 

provide more control over costs, which often results in 

risk premium and tax savings. Carving out the pharmacy 

benefit — as 10% of scholastic employers do — is also 

worthy of consideration as a cost-control option.

 AFFORDABILITY OF MEDICAL PREMIUMS FOR EMPLOYEES

TACTICS FOR IMPROVING HEALTHCARE VALUE AND 
OUTCOMES BY 2020

Medical Benefits

75%
INDIVIDUAL COVERAGE

45%
FAMILY COVERAGE

71%

67%

55%

50%

80%Wellbeing programs

Cost-transparency 
tools 

Telemedicine 

Healthcare decision 
support 

Disease management 
programs

58% 

5% 

36% 

Fully insured

Self-insured

Level funded
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Motivated by the prospect of reducing healthcare costs 

and improving employee experience and satisfaction, 58% 

of K-12 employers have a wellbeing strategy in place and an 

additional 29% plan to add one in the next two years.

The most common reasons for not having a wellbeing 

strategy are lack of time, staffing or both (54%), and a 

lack of budget (34%). The demands of the school day, 

student oversight and safety, and cramped schools can 

create unique challenges to traditional corporate wellbeing 

programs. K-12 employers need programs that integrate 

with existing operations and align with their unique 

wellbeing goals. A custom approach can also improve 

participation, which 77% say is a top wellbeing challenge. 

Career wellbeing opportunities are popular with scholastic 

employers and help meet employee goals and reduce 

turnover. Standard among them are performance 

reviews (74%), employee training and development 

(64%) and mentorship opportunities (60%). Employer 

investment in career wellbeing, such as outlining internal 

succession plans for leadership roles, builds engagement 

and cultivates a culture of continuous improvement for 

educators and staff. 

Financial health is a major component of overall wellbeing, 

on-the-job engagement and retirement readiness. To help 

employees find their footing and fiscal wellbeing, K-12 

employers offer numerous services; the most popular are 

employee discount programs (53%), sessions with financial 

advisors (46%), and financial literacy education (44%). 

Student loan forgiveness, which 29% of K-12 employers 

offer to employees, is popular with incoming teachers.

Employee assistance programs are also common (76%), 

helping K-12 employees improve their social and emotional 

wellbeing and leading to better outcomes both at home 

and work. 

Employee Wellbeing 

CAREER WELLBEING OPPORTUNITIES OFFERED

FINANCIAL WELLBEING OPPORTUNITIES OFFERED

Employee discount programs 53%

Financial advisor sessions 46%

Financial literacy and other education opportunities 44%

Gym subsidies 34%

Student loan forgiveness 29%

64%

60%

48%

45%

74%Performance 
reviews

Employee development
 training

Mentoring programs

Service awards or 
employee recognition

Management or leadership 
development training

HAVE A WELLBEING STRATEGY 

58% 

https://www.ajg.com/
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Fifty-seven percent (57%) of K-12 employers consider more 

effective communications as the most helpful solution 

for managing HR-related challenges and opportunities. 

Most (71%) use communication strategies for individual 

programs such as safety, wellness or benefits enrollment, 

while only 17% of employers have a comprehensive 

employee communication strategy.

Few have a reliable way to determine if and how well 

employee communication works. In fact, the leading 

indicators of communication effectiveness for K-12 

employers are employee feedback and questions 

received by HR (64%), and healthcare enrollment trends 

(42%). Unfortunately, these measures have limited 

scope and utility. A direct employee survey, which 34% 

of K-12 employers currently use, can shed light on what 

communications are effective, and show opportunities to 

create a better total compensation package.

The top desired communication outcome is that employees 

understand and know how to use benefits (73%). K-12 

employers rely heavily on email and meetings to provide 

information on compensation and benefits. They are 

missing an opportunity: Mobile technology and web-based 

education tools engage employees and generate employee 

user data to inform future communications. However, only 

one in four (25%) provide interactive decision support tools 

and less than 10% of employers use mobile apps, social 

media, video, or text messaging to reach employees. 

Another opportunity lies in helping employees understand 

the total value of their compensation and benefits, a top 

goal for 58% of K-12 employers. However, just 14% provide 

a total compensation statement to employees. These 

statements show how much employers are invested in 

employees and focus discussions on what employees    

truly value. 

Employee 
Communication

MEASUREMENTS USED TO GAUGE THE SUCCESS OF 
EMPLOYEE COMMUNICATIONS 

COMMUNICATION STRATEGY

57%
CONSIDER MORE EFFECTIVE 

COMMUNICATIONS A TOP SOLUTION TO 
ADDRESSING HR CHALLENGES

71% 

17% 

Have a strategy for one or 
more specific programs 

Take a comprehensive 
approach

64% 42% 
Employee feedback 
and questions to HR

Healthcare benefit 
enrollment and trends
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Final Remarks
In addressing educational performance pressures, strained operating budgets and a tight labor market, K-12 employers are focused 

on innovation in benefits and compensation planning and design. Many employers are leaving the status quo behind, adopting best 

practices from inside and outside of the sector. Shifting demographics create a workforce diverse in age, experience and values, 

but this also creates an opportunity for employers to reexamine traditional total compensation approaches and develop modern 

communication strategies. 

A holistic approach to employee health that promotes wellbeing in all aspects of life is also part of this new approach. Through 

internal assessment, benchmarking and incremental deployment of cost-control tactics, scholastic employers can introduce advances 

in benefits design to meet the needs of current and prospective educators and staff. 

This report explores key scholastic compensation and benefit management issues, trends and solutions. It is intended to provide 

direction that can help HR and benefit planning take a strategic approach that is more efficient, better aligns with sustainable 

operational goals and builds better employee and organizational outcomes.

To learn more, contact Public Sector Managing Director, Scott Baldwin (scott_baldwin@ajg.com), or your local Gallagher consultant.

https://www.ajg.com/


About Gallagher
Better. It’s something all companies strive for. Better outcomes from better performance. But how do 
you get there?

You start by building a better workplace. One that attracts, engages and retains top talent. What does that look like? It’s a 

workplace where people feel they belong — where there’s a stronger sense of developing a career than punching a clock and a 

culture of opportunity that draws new talent because it inspires employees to deliver their personal and professional best.

Gallagher’s comprehensive approach to benefits, compensation, retirement, employee communication and workplace 

culture aligns your human capital strategy with your overall business goals. It centers on the full spectrum of organizational 

wellbeing — strategically investing in your people’s health, talent, financial security and career growth and developing benefit and 

HR programs at the right cost structures to support a multi-generational workforce.

From evaluating the demographics of your workforce to surveying and analyzing competitor trends, Gallagher helps you 

gather new insights and apply best practices that promote productivity and growth. A data-driven focus allows you to 

continually improve.

That’s what it means to create a better workplace culture. It’s about never being content to rest each time you reach your best. 

Your better is never finished.

As you develop and sustain this destination workplace culture, your people can thrive and perform at a higher level — optimizing 

your annual talent investment and mitigating organizational risk to maximize your profitability. Best of all, you gain a 

competitive advantage as a workplace that simply works better.
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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.
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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 
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