MACAO



Gallagher
Today’'s Agenda

- Shifting organizational priorities and
market trends

Chadd Hodkinson

Area Senior Vice President
Health & Benefits

* Defining Organizational Wellbeing

* Threats to talent and organizational
wellbeing

* Now what?!

Kathleen Schulz, MS, CHES

Global Innovation Leader,
Organizational Wellbeing

©2022 ARTHUR J. GALLAGHER & CO.



Shifting Organizational Priorities > Gallagher

Top HR priorities shifted significantly during COVID, and are now returning to a
focus on attracting and retaining talent, but...

Pre-COVID During Now

1 Retention

2 Attraction

Creating A Strong
Culture

Gallagher’s 2019 Benefits Strategy & Benchmarking Survey — U.S. National Report
Gallagher’'s Workforce Trends Pulse Survey Part 5: Sustaining Organizational Wellbeing and Resiliency Through a Crisis” May, 2020
Gallagher's 2022 Benefits Strategy & Benchmarking Survey — U.S. National Report
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Big Shifts Impacting the Workforce

Power Shift : Leadership Style Shift
From employer to the | From authoritarian to
employee - servant

Culture Shift

Emphasizing social issues and
work-life balance

©2022 ARTHUR J. GALLAGHER & CO.




1zati : = Gallagh
Organizational Wellbeing allagher

Everything that affects the success of your organization

Behavior | Outcomes

Leadership Safety Attracting & Retaining Talent Employees
Purpose Health & Fitness Healthcare costs Organization
Policies Benefits Safety Customers
Trust Family Financial Performance R e,
Diversity, Equity and Inclusion (DEI) Finances Organization/Brand Reputation i
Benefits & Compensation Performance
Recognition Engagement
Communication Mental Health
Technology

It’s all connected.
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Shifting Importance — Benefits e Gallagher

What benefits have become more important to total rewards planning due to COVID-19?

COMPENSATION
MEDICAL

PHARMACY

PHYSICAL WELLBEING

[ EMOTIONAL WELLBEING

FINANCIAL WELLBEING COVID-19 Silver Lining...
Advancing the
conversation on

emotional wellbeing

CAREER WELLBEING
‘ EMPLOYEE RECOGNITION
LEAVE POLICIES

VOLUNTARY OR SUPPLEMENTAL
RETIREMENT
NONE OF THE ABOVE

Gallagher’s COVID-19 Pulse Survey Part 4: Work In A New Normal

Life: Redesigning the Employee Experience: Preparing the Workforce For a Transformed World, 2021
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Why Recognition?

« At any given organization, it's not uncommon for employees to feel that their best
efforts are routinely ignored.

« Employees who do not feel adequately recognized are twice as likely to say they'll quit
In the next year.

* Recognition not only boosts individual employee engagement and but it also has been

found to increase:
\@/

Productivity Loyalty Resiliency

\
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Not All Recognition is Created Equal G Gallagher

Recognition = thanking someone Recent, frequent recognition

is associated with higher

gratitude levels and
lower stress levels.

\ 4

Worthy
Specific
Authentic
Public, when
appropriate

Strategic Recognition = thanking
someone so others can learn from it

B wnN =
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THREATS TO TALENT AND
ORGANIZATIONAL
WELLBEING




What Weare ASplrlng TO N Gy) Gallagher

e @Eil’g proud to work S
ot promote the organization
% for the organization as a great workpla
recently considering % Feeling a

Bther job opportunities of job SOCIETAL

UNREST .,
Cl‘III_D .
& E gly contributes

A willingness to

%’mﬂﬂi by the

organization's mission
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Mental health & employee burnout is
the top people concern for leaders

Top People Concerns

60% ‘ ‘

“

50%

40%
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x) Gallagher
Burnout: Intent vs. Impact

82% of employees are suffering from mild, moderate, or severe burnout

=1 Characteristics

« Extreme Fatigue
» Cynicism
» Detachment/Withdrawal

Burnout is not an Can’t be solved by

individual problem... downstream
it’s an organizational _
problem * 6 Main Cquses of Burnout need upstream
» Unsustainable workload interventions

» Perceived lack of control

* Insufficient rewards for effort
« Lacking/poor relationships

» Lack of fairness

* Mismatched values and skills

|obal Culture Study, O.C. Tanner Institute

ard Business S auses of Burnout, and How to Avoid Them: June, 2019
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Gallagher

_ * Employee
What people metrics Engagement
are most important to
 Turnover

future organizational

success?
3 * Leadership
Trust

Gallagher Workforce Trends Pulse Survey: January, 2022



Employee Engagement > Gallagher

Current trends in employee engagement

What do we think? Are we measuring? What do we know?

A L L
Agree with statement Have measured in Are Highly Engaged

“Our Workforce is 2020 or 2021
Highly Engaged”

2022 National Strategy & Benchmarking Survey
. ©2022 ARTHUR J. GALLAGHER & CO.
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. Proud to work for the

organization

. Mission resonates with them

. Important to organization’s
success

. Exert discretionary effort

. Satisfied at end of the day

. Recommend organization to
others as “good workplace”

. Not seriously considering
leaving

ement Won't Retain Top Talent: David Rowlee, Ph.D., Managing Director, Human Resources &
ompens ulting practice, Gallagher: March, 2022
= ©2022 ARTHUR J. GALLAGHER & CO.
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. Confidence in the
organization and its
products/services

Highly Engaged
Moderately Engaged

Highly Disengaged
Campers
Seekers

. Trust in senior leadership

. Relationship health and
overall connectivity with
managers

. Sound career development




Seekers On The Rise

O\

- = 2020 B

2015 A 2021
N

While we need to stay focused on improving key
drivers of engagement, these efforts are unlikely
to prevent seekers from leaving.

Engagement Won'’t Retain Top Talent: David Rowlee, Ph.D., Managing Director,
Human Resources & Compensation Consulting practice, Gallagher: March, 2022

Gallagher

Retention drivers focus more on a mix
of resiliency and wellbeing factors,
including:

Ability to manage and control work
pressure, such as work volume

Equitable distribution of work

Ability to balance work and personal
obligations

Appropriate staffing to handle work

Feeling supported by others and
knowing where to turn for support

Benefits aimed at work flexibility

Access to effective tools and resources
to manage work efficiently

©2022 ARTHUR J. GALLAGHER & CO.



Now what?!
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Where we are headed? allagher

New priorities are shaping how we feel about work...

Evolving
From To Priorities Are we ready?

*\\fe*/; -

~ Agility Managers Employees Employers
<@
~
<
o
- Wellbeing 66%
[}
L ¢
4 o
FIGlelIlty Managers not Managers not Managers are not
prepared to ensure prepared to support well-equipped to
overgll wellbeing of employees with refer employees to
direct reports stress, burnout, and mental health
Adjusting Life Adjusting Work Leadershi other r:;casztsé health support services.
for Work for Life P

MetLife: Redesigning the Employee Experience: Preparing the Workforce For a Transformed World, 2021
Gallagher Workforce Trends Pulse Survey #3. Results as of 9/2/21
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Gallagher

* Flexibility/Adaptability

What are the most

important
manager/leader -
competencies for future Effectvelyitory tling
success?

* Building Trust

Gallagher Workforce Trends Pulse Survey: January, 2022
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Manager Competencies are Evolving

Emotions and behaviors that optimize performance, health & happiness...

 Hope
° : Positive emotions
Gratitude _ can enhance Authentic
o Compass|on - phdysical health,f s Sincere - Psy;hc]c)lc:gical
+ Empathy endouserse ol [ vnra
« Realistic Optimism others

RESILIENCY TRUST INNOVATION

Organizational Wellbeing

20
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High Trust Organizations
What do we know about individuals in high trust organizations?

« 74% less stressed
* 106% more energy at work

\ 1/ e 50% more productive

* 13% fewer sick days
l \ « /6% more engaged
« 88% more likely to recommend your organization to
family and friends as a great place to work

* They feel 66% closer to their colleagues
* 40% less likely to experience burnout

# Top People Metric in Determining Future
Organizational Success

Harvard Business Review: The Neuroscience of Trust

allaghereeskiqrce Trends Pulse Survey: January, 2022 _
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The New Employee Value Proposition = Gallagher

Employers

R * Transactional . Insplr_atlonal 580/
refreshing their e Deal  Promise 0

Employee S : o will ider leavi
Unite Get & Give Purpose & oS e eavin

Proposition Con nectedness feel connected at work

rce: COVID-19 Pulse Survey #6: The Caregiver Crisis, November 2020
= ©2022 ARTHUR J. GALLAGHER & CO.
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Managers are Multipliers

&> Gallagher

How much do you rely on people managers to share/reinforce organizational

information with their teams?

Extensively — they are the primary communication

Overall

35%
channel for many of our people
A little — people managers are expected to reinforce corporate 54%
messages and to make them relevant to their teams
Very little — we prefer our people to have direct access 8%
to corporate information with no intermediary
I'm not sure 3%

Gallagher 2021/2022 State of The Sector Report

890/0 managers who
receive formal

communications
training

TUTIONAL USE ONLY. NOT FOR PUBLIC DISTRIBUTION. ©2020 ARTHUR J. GALLAGHER & CO.



How Are Employers Responding?

T - I » I »

Acknowledge the
difficulty, stress, and
unique challenges

Survey your population
to better understand
your employees and

employees are facing their needs
v v
» EVP Refresh * Benefit Preference
« Communications Surveys

* Leadership Training * Employee Engagement
Surveys
* Pulse Surveys
* Focus Groups
« Stay Interviews

« Exit Interviews

\

24

Inventory and asses all
current resources and
policies. Are there gaps?
Can funds be reallocated and is pervasive in your

toward solutions to help organization
caregivers? v
v * Benefits & Wellbeing

« Gallagher Better Works * Policy Development
Assessment * Vendor RFP’s

« Workforce Evaluation » Compensation Planning
« EAP Evaluation * Hiring Diversity Leader

* HR Policies Review « Communications
* Employee Resource Groups
+ Aligned with key internal
stakeholders (unions, safety,
DEI, etc.)

Develop an inclusive
strategy that supports total
wellbeing and resiliency

©2022 ARTHUR J. GALLAGHER & CO.



Final thought... G Gallagher

The role of people leaders transformed through the pandemic into one with an increasing
level of responsibility & complexity

'l

Wellbeing
Attraction &
Retention
Brand

Be  Your super
UEICROl  power is YOU!

Iz * Promote and

ower of
P your model

il wellbeing

Employee

Engagement /
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Chadd Hodkinson

T h a n k yo u ! Area Se5n1i;)_|és\9/8if:7e7:£esident

Chadd_Hodkinson@ajg.com

2600 South Telegraph Road, Suite 100

Bloomfield Hills, Michigan 48302
USA

This document contains links or citations to non-Gallagher websites or sources that are created and controlled by other organizations.
Gallagher claims no responsibility for the content of any linked website, or any link contained therein. Gallagher strongly encourages you to
review any separate terms of use and privacy policies governing use of these third-party websites and resources.

Gallagher provides insurance, risk management and consultation services for our clients in response to both known and unknown risk
exposures. When providing analysis and recommendations regarding potential insurance coverage, potential claims and/or operational
strategy in response to national emergencies (including health crises), we do so from an insurance/risk management perspective, and offer
broad information about risk mitigation, loss control strategy and potential claim exposures. We have prepared this commentary and other
news alerts for general informational purposes only and the material is not intended to be, nor should it be interpreted as, legal or client-
specific risk management advice. General insurance descriptions contained herein do not include complete insurance policy definitions, terms
and/or conditions, and should not be relied on for coverage interpretation. The information may not include current governmental or insurance
developments, is provided without knowledge of the individual recipient’s industry or specific business or coverage circumstances, and in no
way reflects or promises to provide particular insurance coverage outcomes.

Consulting and insurance brokerage services to be provided by Gallagher Benefit Services, Inc. and/or its affiliate Gallagher Benefit Services
(Canada) Group Inc. Gallagher Benefit Services, Inc. is a licensed insurance agency that does business in California as “Gallagher Benefit
Services of California Insurance Services” and in Massachusetts as “Gallagher Benefit Insurance Services.”

Neither Arthur J. Gallagher & Co., nor its affiliates provide accounting, legal or tax advice.

Gallagher

Insurance ‘ Risk Management ‘ Consulting
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