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For businesses navigating the complexities of the modern employment landscape, the 
2024 Aflac WorkForces Report highlights challenges and opportunities related to workplace 
benefits. This year’s findings underscore the need for employers to continue to adapt and 
refine their benefits strategies in response to several factors, including rising health care 
costs, evolving employee expectations and the rise of digital technology.

The state of workplace benefits
The 14th annual report finds that employers of all sizes, across diverse industries, continue 
to struggle with the pressures of maintaining competitive compensation packages while also 
managing the escalating costs of health care. Despite some stabilization in the market, with 
fewer organizations making operational cuts or reducing benefits compared to the previous 
year, balancing cost containment with employee satisfaction remains a significant challenge. 

While many employers strive to enhance their benefits offerings, there are still persistent 
gaps between their perceptions and employees’ reported satisfaction. Addressing these 
discrepancies is key to sustaining a motivated and loyal workforce in an increasingly 
competitive job market.

Digital technology in benefits administration
In addition to cost, this year’s report emphasizes the growing role of digital technology in 
benefits administration. While digital enrollment options are rebounding, employees’ desire 
for personalized support remains strong. Employers must find ways to integrate technology 
advancements with employee demand for human interaction — particularly as younger 
generations increasingly expect one-on-one consultations with benefits advisors.

Workforce health and financial stability
Mental health and financial stability remain central themes, with employees expressing 
heightened concerns about workplace stress, burnout and financial instability. The report 
reveals a growing demand for comprehensive mental health support and supplemental 
insurance as vital components of a benefits package. As employers look for new ways to 
support their workforces, they must address these needs as well as find ways to enhance 
communication and improve understanding of employee benefits.

The new age of workspaces 
The landscape of work arrangements — remote, hybrid and on-site — continues to evolve, 
impacting employee satisfaction and productivity in diverse ways. The hybrid model 
stands out as a favorable compromise between on-site and remote, offering flexibility 
and interpersonal interaction. Remote work poses unique challenges that require careful 
management.

The Aflac WorkForces Report reinforces the importance of proactive benefits management 
in fostering a supportive work environment. Employers who are willing to address needs 
highlighted in the report — especially helping employees cope with the rising costs of health 
care and the importance of mental health and financial security — have a unique opportunity 
to increase employee satisfaction and retention, and build a more resilient and dynamic 
workforce.

WorkForces Report
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Section 1 
The state of 
workplace benefits 
and employee 
engagement



As workplace benefits continue to evolve, employers face both old and new challenges as they strive to 
offer competitive packages that meet employee needs. Rising costs, particularly in health care, are driving 
some companies to reevaluate their benefits packages and look for new ways technology can help. Even 
though progress has occurred, meaningful gaps remain between employer perception and what employees 
want, highlighting the need for better communication and support. As benefits become increasingly critical 
to employee retention, addressing communication needs and having a better understanding of what 
employees want is essential to maintaining a strong workforce.

Staying competitive: A growing challenge for all businesses

In today's competitive landscape, organizations find it challenging to attract and retain employees with the 
total compensation packages they offer. This challenge is universal, affecting companies of all sizes, with 
about half of all employers reporting that this is a struggle.

Half of all employers state that offering a competitive total compensation package is 
among their top challenges, a sentiment shared by small (50%), medium (48%) and 
large (52%) businesses.

Question: When it comes to employee engagement and satisfaction, what are your organization’s 
biggest challenges?

Navigating the complexities of 
workplace benefits: Improving 
communication and satisfaction

Offering 
competitive 

total 
compensation 

package

Training and 
development

Implementing 
technology 
solutions 

to improve 
productivity

Mental 
health and 
wellness 
concerns

Improving 
company 
culture

Offering 
optimal 
flexible 
working 

arrangements

Creating 
a diverse 

and 
inclusive 

workforce

50% 

41% 

37% 

33% 32% 
31% 

30% 

Note: Significant lift compared 
to 2023 (45%).
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Tech for productivity, not replacement: Easing employee fears  
in the AI era

As organizations increasingly turn to technology to enhance productivity, a significant challenge remains: 
addressing the concerns and fears that accompany this shift. With more than a third of all organizations 
citing the implementation of technology solutions as a top challenge, it’s clear the adoption process is not 
without obstacles. Employers understand the value of integrating AI, with approximately three-quarters 
recognizing that AI can enhance employee job performance and agreeing that becoming comfortable with 
AI is crucial for competing in today’s workforce.

However, this optimism around AI is tempered by a universal concern that must be acknowledged across 
companies of all sizes: communicating with employees that technology is not a replacement for human 
roles, but a tool to enhance productivity. While half of all employers actively encourage the use of AI, 
they must also navigate the apprehension among workers who not only express a general fear about the 
growing use of AI, but also that AI could replace their specific job functions.

More than a third (37%) of all employers cite implementing technology solutions to improve 
productivity as one of their top organizational challenges.

More than 2 in 3 (69%) employers are confident their employees will be able to use AI to 
improve their job performance.

Three-fourths (76%) of all employers believe that it will be important for their workers to become 
comfortable with AI in order to compete in today’s workplace, a sentiment shared by 68% of all 
employees.

Half of all employers are actively encouraging the use of AI in the workplace, with more than 
three-quarters of these employers adopting AI solutions and tools (78%) and providing AI 
training for their employees (79%).

Employees express some apprehension about the adoption of AI into the workplace, with half 
(50%) expressing a general fear of the growing use of AI and 38% citing concern about their 
specific job functions being replaced by AI.

Pro tip: Proactively communicate the purpose 
of technology in the workplace. AI and other 
technologies will inevitably change how 
jobs are performed. As both employers and 
employees recognize the importance of 
becoming comfortable with AI, the challenge 
now is to foster an environment where 
workers feel empowered, not threatened, 
by these tools. By focusing on transparency 
and open communication, organizations can 
ensure that technology serves as an enabler 
of productivity rather than a source of fear.
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The impact of rising benefits costs in the workplace

Over the past year, approximately two-thirds of employers have seen an increase in benefits costs, driven 
primarily by rising prescription drug prices and increased mental health claims. While these costs can 
impact a business’s ability to invest in other areas, the impact is less severe this year than last. In 2024, 
fewer employers reported a need to make operational changes or reduce benefits offers, suggesting some 
stabilization in the market.

Nearly 2 in 3 (64%) employers say their benefits costs have increased over the past 
year, with about half (49%) saying benefits claims have increased.

Question: In the last year, would you say your organization’s benefits costs have…? // In the last 
year, would you say your organization’s benefits claims have…?

Far too many employers continue  
to struggle with rising benefits  
costs and claims, but 2024  
represents a significant  
improvement over previous  
years’ feedback.

Question: In the last year, would you say your organization’s benefits costs have…? In the last 
year, would you say your organization’s benefits claims have…?

3% 

4% 

31% 

45% 

46% 

35% 

18% 

14% 

Benefit 
costs

Benefit 
claims

= Increased moderately= Stayed the same = Increased a lot= Decreased

= Benefits claims increased  
   

= Benefits costs increased

60% 

58% 

61% 

49% 

71% 

2022 2023 2024 2021 

75% 

64% 
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Increases in the costs of benefits negatively impact businesses’ ability to invest in 
other areas, including bonuses, higher quality coverage and diversity of benefits.

Question: Have increased benefits costs hindered your ability to do any of the following things 
that you otherwise would have done if benefits costs remained the same or decreased?

Many employers still face rising costs, 
but the trend is stabilizing. Fewer 
employers are facing rising costs this 
year. Those who have made operational 
changes as a result of rising costs 
dropped 8 percentage points.

Question: Have increased benefits costs hindered 
your ability to do any of the following things that 
you otherwise would have done if benefits costs 
remained the same or decreased?

40% 

38% 

35% 

32% 

27% 

15% 

19% 

Offer 
bonuses

Offer 
higher 
quality 

coverage

Offer a more 
diverse 
range of 
benefits

Offer raises Offer a 
greater 

employer 
contribution 
to benefits

Hire new 
employees

Increased 
benefits costs 

have not 
hindered our 
ability to do 
these things

81% 

of all employers facing 
benefit cost increases 
have made operational 
changes as a result.

Compared to 89% 
making changes in 2023.
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Cost remains the top priority for choosing a benefits provider

When selecting a benefits provider, cost remains the most critical factor for employers — even more so 
than in previous years — with 53% ranking it among their top three considerations. Other factors include 
brand reputation and financial strength, both of which edge out cost when employers are asked about their 
most important consideration. To manage rising costs, employers are increasingly shifting expenses like 
deductibles and premium shares to employees rather than reducing access to benefits.

More than half of all employers list cost among their top three considerations when 
choosing a benefits provider, with 20% selecting it as the most important factor. 
Financial strength and brand reputation also top the list, with 27% ranking financial 
strength as the top consideration and 23% choosing brand reputation.

Question: Rank the following attributes by importance when choosing your organization's benefits 
provider(s)/vendor(s).

Cost

Brand reputation

Financial 
strength

Longevity

Claims payment 
reputation

Product ratings

Verified 
customer 

reviews

Ease of filing 
claims

Environmental 
sustainability

Innovative 
products for my 

employees

Corporate social 
responsibility

54% 

49% 

47% 

30% 

26% 

26% 

20% 

17% 

13% 

10% 

9% 

20% 

23% 

27% 

10% 

4% 

5% 

3% 

3% 

2% 

3% 

1% 

19% 

15% 

10% 

12% 

10% 

11% 

6% 

6% 

4% 

4% 

3% 

15% 

11% 

10% 

8% 

12% 

10% 

11% 

8% 

7% 

3% 

5% 

% Ranked  
in Top 3

= Ranked 2nd= Ranked 1st = Ranked 3rd
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Both cost and financial stability have 
increased in importance to organizations 
over the past year when evaluating 
benefits providers.

Question: Rank the following attributes by 
importance when choosing your organization’s 
benefits provider(s)/vendor(s). // % ranked in Top 3.

When companies do make changes to their benefits offerings due to increased 
costs, they tend to shift some of those expenses to employees rather than reducing 
access to benefits.

Question: Have you done any of the following to control rising health care costs that you 
otherwise would NOT have done if benefits costs remained the same or decreased?

Pro tip: Be transparent about benefits costs. With rising benefits costs, it's crucial to 
communicate openly with your employees about how these costs are managed. Transparently 
sharing how cost‑shifting decisions are made and how these impacts employees can foster 
trust and help prevent dissatisfaction. Offer resources to help employees navigate any 
changes in their benefits and make benefits advisors available to explain them.

2023 2024

46% 

54%

36% 

47% 

= Financial strength= Cost

Increased 
employee 
share of 
premium

Increased 
employee 
deductible

Increased 
employee 

copay

Reduced 
number 
of health 

plan 
options

Reduced 
value or 
quality of 

health plan 
options

Reduced 
employer 

contribution 
to benefits 

options

Stopped 
offering 
benefits

We have not 
made any of 

these changes 
to control 

rising health 
care costs

40% 39% 

31% 

25% 

19% 

11% 

3% 

24% 
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Perception vs. reality: Closing the satisfaction gap between 
employers and employees 

Employers generally believe their benefits packages positively impact employee satisfaction, but for years 
this perception hasn’t met with reality. While the difference between what employers and employees think 
when it comes to benefits and satisfaction has decreased by 12 percentage points over the last year, there 
is still room for meaningful improvement.

Three-quarters or more of all employers are confident that their benefits contribute 
to worker satisfaction, retention, productivity and more.

Question: Do you agree with the following statements? // % Agree

are a major contributor to employee satisfaction

enable us to reduce employee turnover

increase worker productivity

enable us to attract top talent

are tracked for employee satisfaction

are more competitive compared to other 
organizations in our industry

83% 

79% 

78% 

77% 

74% 

74% 

The benefits my organization offers...
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While the gap between employers and employees in benefits satisfaction has 
narrowed, it is still important to address to ensure organizations are meeting their 
employees’ needs.

Employer Question: How 
satisfied do you think your 
employees are with the 
overall benefits package your 
organization offers them at 
this time?
Employee Question: How 
satisfied are you with the 
overall benefits package 
offered to you at this time?

This year brings a significant drop in the number of organizations that plan on reducing coverage for their 
employees in 2024, either through decreasing benefits or making existing coverage more expensive. 
Organizations that do plan on decreasing their benefits face significant turnover risk, as a growing number 
of employees say they would consider leaving their jobs for a better benefits package, even if it meant taking 
a pay cut.

2021 2022 2023 2024

76% 

61% 

79% 

58% 

78% 

59% 

74% 

67% 

% Very/extremely satisfied
= Employees= Employers
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A quarter of employers plan to reduce 
benefits or make existing coverage more 
expensive for employees — a significant 
decline compared to 2022 and 2023.

Question: What changes, if any, does your 
organization plan on implementing to 
employee benefits over the next 12 months?

More than 3 in 5 employees say they 
would consider leaving their job for 
one with more robust benefits, even if 
that involved lower compensation — an 
uptick compared to 53% saying the 
same in 2023.

Question: How likely would you be to accept 
a job offer that included a slightly lower 
compensation but a more robust benefits 
package?

2022 2023 2024

35% 
38% 

25% 62% 
would be at least 

somewhat likely to 
accept a position with 
lower pay but better 

benefits.

Note: Compared 
to 53% in 2023.
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Impact on loyalty, engagement and ambassadorship  
reach all-time highs

Benefits continue to be critical to employee retention, in part because employees consider benefits 
packages to be important to their physical, financial and mental health. In fact, in 2024, the importance 
of benefits to overall loyalty, workplace engagement and willingness to refer a friend to their organization 
reached all-time highs. And 52% also say that quality of benefits could impact their decision to leave  
an employer.

Benefits are most important to overall physical, financial, mental and emotional 
health — and job satisfaction.

Question: How important is a benefits package offering to each of the following: [asked for each]

Overall 
physical 
health

Financial 
health

Mental and 
emotional 

health

Job 
satisfaction

Work 
productivity

Loyalty to 
employer

Workplace 
engagement

Willingness 
to refer a 

friend

Decision 
to leave 
current 

employer

77% 73% 72% 70% 64% 63% 60% 57% 53% 

35% 

31% 

33% 
31% 

27% 26% 

23% 

22% 

22% 

42% 42% 

39% 39% 37% 37% 37% 

35% 

31% 

% Top 2 Box

= Very important= Extremely important
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The importance of benefits for loyalty, engagement and referrals have grown in 
importance, reaching all-time highs in 2024.

Question: How important is a benefits package offering to each of the following: [asked for each]

2018 2017 2019 2020 2021 2022 2023 2024

48% 

46% 
47% 

60% 

51% 

44% 

43% 

51% 

47% 

46% 

55% 

51% 

49% 

54% 

52% 

49% 

58% 

55% 

52% 

49% 

52% 

46% 

60% 

57% 

53% 

57% 

45% 

56% 

58% 
59% 

55% 

63% 

= Decision to leave current employer= Willingness to refer a friend

= Workplace engagement= Loyalty to employer
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Nearly three-quarters of employees still want better  
benefits communication

A significant problem remains in the way employers and employees communicate around benefits 
packages. While employee understanding of benefits has improved, nearly half still don’t fully understand 
their health insurance policies. Nearly three-quarters of employees say they want more information about 
benefits, and a concerning 49% of those who don’t understand their policies report feeling they overpaid 
for health care expenses. Employers have an opportunity to improve communication and find new ways to 
support employees who are having trouble navigating their benefits.

While the number of employees who understand their benefits packages reached an 
all-time high in 2024, 51% say they still don’t fully understand their policies.

Question: Thinking about your current health insurance coverage, how well do you understand 
your overall policy, including things like deductibles, copays, providers in your network, etc.?

2018 2017 2019 2020 2021 2022 2023 2024

39% 

27% 

35% 

43% 

45% 

43% 

37% 

49% 

"I understand everything about my current health insurance coverage."
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Nearly three-quarters of employees 
say they wish they had received more 
information about their health care benefits. 

With the majority (57%) of employers only 
communicating about benefits in the weeks leading 
up to the enrollment period, there is an opportunity to 
more regularly and consistently provide information 
throughout the year.

Question: Do you want more or less information 
about your health care benefits from your 
organization?

An alarming number (29%) of employees believe they overpaid for health care 
expenses over the past year — a significant increase compared to 2023 (21%).

Unsurprisingly, even more of those who don’t understand their coverage at all feel they overpaid for health 
care services.

Question: To the best of your knowledge, did you overpay for any health care-related expenses in 
the past 12 months because you did not understand how your insurance works or what it covered 
at the time?

Improving employees’ understanding of benefits helps employers create a stronger, more satisfied 
workforce. Employees who are better prepared when they seek health care are less likely to overpay for 
services. This makes them more likely to express a higher level of satisfaction with their benefits package, 
feel more engaged at work and report higher job satisfaction.

71% 
of employees 
say they wish 
they had more 

information about 
their benefits.

"Yes, I overpaid for health care 
expenses in the past 12 months."

Understand 
everything 
about my 
coverage

Understand some 
things about my 

coverage

Don't 
understand 

my coverage 
at all

31% 

27% 

49% 
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Knowledge is power: More than 4 in 5 
employees who understand their benefits 
packages express high levels of satisfaction — 
far more than those who are less familiar with 
their coverage or health care plans.

Question: How satisfied are you with the overall 
benefits package offered to you by your employer at 
this time?

Pro tip: Don’t wait to address a gap in 
communication. Many employees still struggle to 
understand their benefits. Rather than waiting for 
a stressful situation to arise — when an employee 
is undergoing a medical treatment, for example — 
look for ways to proactively provide clear, easily 
accessible information about benefits upfront 
and offer personalized assistance and education. 
Then regularly check in with employees to assess 
their benefits understanding and make advisors 
available to them to answer questions.

Understand 
everything 
about my 
coverage

Understand some 
things about my 

coverage

Don't 
understand 

my coverage 
at all

84% 

49% 

59% 

% Very/extremely satisfied with benefits package
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Section 2 
Benefits 
enrollment + the 
role of emerging 
technologies



Pairing new technologies 
with personal touch: The new 
landscape of benefits enrollment 
and management
How employees choose and manage their benefits online is changing as new digital tools emerge and 
transform expectations. Despite a rebound in online enrollment, the need for personalized support remains 
strong, particularly among younger generations who value one-on-one interactions with advisors. Comfort 
with AI is growing, and there is a clear opportunity to integrate these tools into benefits administration — but 
striking the right balance between innovation and personal attention remains a challenge. Organizations that 
can bridge this gap successfully will stand out from the competition.
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Digital technology is a growing factor in benefits enrollment

The study found that a majority of employers (77%) believe their provider needs to be a leader in digital 
technology. This sentiment is echoed by employees, with more than 85% saying the ability to manage 
benefits online is crucial. This demand for digital technologies is strongest among millennials, but also is 
gaining traction among baby boomers, whose preference for online management grew from 62% to 73% in 
the last year. 

Three-quarters (77%) of employers seek a benefits provider that is a digital leader, 
and even more employees (85%) reinforce the importance of online benefits 
management — a sentiment that has grown among baby boomers.

Employer Question: How important is it for your benefits provider to be innovative by leading in 
digital technologies?
Employee Question: How important is being able to manage your benefits online?

Extremely 
important

Very  
important

Somewhat 
important

Not very 
important

Not at all 
important

32% 

45% 

19% 

3% 

1% 

46% 

39% 

13% 

2% 
1% 

= Employees — Importance of managing benefits online

= Employers — Importance of provider being a digital leader

85% Of Gen Z

90% Of Millennials

83% Of Gen X

73% Of Baby 
boomers

Percentage of employees saying online 
benefits management is very or extremely 
important:
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Online enrollment is rebounding, but challenges remain

After a period of decline in employers offering online benefits enrollment, 2024 sees a slight rebound, 
signaling a positive shift, given the importance employees place on digital management of their benefits, 
and their familiarity with technology. Despite this rebound, more than a third of employers still do not offer 
online enrollment as an option. This striking difference between what employees want and what employers 
offer underscores the need for employers to expand their digital offerings. 

There is a positive shift in the ability for employees to enroll in their benefits online 
compared to 2023, yet organizations still have not reached 2017 levels. This leaves 
more than a third (37%) of all organizations not offering online enrollment.

Question: Does your organization use the following methods for its benefits enrollment process?

Pro tip: Use digital technologies to help close the benefits communication gap. As employees 
increasingly expect online management of their benefits, stay informed on the latest tools so 
you can give them better user experiences. For example, AI is an area where new innovations 
could help employees better understand their benefits when they don’t have access to a 
benefits advisor. Keep an eye on AI advancements for new ways to help enhance benefits 
administration and education. 

= Phone enrollment with an advisor= Self-service paper enrollment

= Face-to-face enrollment with an advisor= Self-service online enrollment

38% 

48% 

65% 

43% 

32% 

2018 2017 2019 2020 2021 2022 2023 2024

23% 

63% 

32% 
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Personalized benefits support keeps persistent value

While digital solutions are undeniably important, offering personalized benefits such as one-on-one time 
with benefits advisors remains indispensable. More than half (57%) of employees say they worked with 
a benefits advisor during the last open enrollment period. This trend is particularly strong among hybrid 
workers and is most valued by Gen Z and millennials. In-person consultations remain the preferred method 
of communication with benefits advisors, even more so than a year ago, indicating that employees still want 
direct, personalized guidance in addition to digital tools. 

Nearly 3 in 5 employees worked 
with a benefits advisor during 
the most recent open enrollment, 
compared to 42% in 2023. 

Hybrid workers are the most likely to have 
worked with a benefits advisor, whereas 
on-site workers are the least likely to have 
done so.

Question: During last open enrollment 
season, did you work directly with a 
benefits consultant to determine your 
options?
Question: Which of the following 
best describes your current working 
arrangement?

More than two-thirds (69%) of employees state that it is very or extremely important 
to be able to work with a benefits advisor — with 2024 representing an all-time high. 

This sentiment is most common among 
Gen Z (78%) and millennials (81%).

Question: How important is it that 
you have access to a benefits 
advisor when making your benefits 
selections?

Yes, in person Yes, online, via chat, 
or over the phone

No

26% 26% 

50% 

32% 
35% 

38% 
36% 

45% 

29% 
= On-site only = Hybrid= Remote only

57% of all employees worked 
with an advisor during last 

open enrollment:

48%  
on-site

60% 
remote

68%  
hybrid

60% 

65% 

55% 

2022 2023 2024 2021 

69% 
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In-person remains the 
most preferred method of 
communication (57%) with a 
benefits advisor — and is even 
more important in 2024 than it 
was a year ago (50%).

Question: How do you prefer to talk 
with a benefits advisor?

57% 

48% 

30% 
28% 

5% 

In-person Phone Video meeting Online chat I don't wish to 
work with a 

benefits advisor
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The future of benefits enrollment: Integrating AI and human expertise

As demand for personal benefits consultation 
continues to rise, organizations will need to look 
for ways to make advisors available on multiple 
online platforms so they can meet their workforce 
where they are. Comfort with AI has increased 
notably among employees and extends to 
benefits administration, where both employers 
and employees are open to incorporating AI tools. 
But while AI can enhance efficiency and provide 
insights, it is clear that it won’t replace the human 
element anytime soon. Employees are increasingly 
seeking one-on-one access to benefits consultants, 
whether in person or through live chat with a 
real person. The challenge moving forward will 
be how to integrate the benefits of AI technology 
into processes without losing the aspects of 
personalized support that employees value. 

Employees are 1.5 times more familiar 
with AI than they were a year ago…

Question: How familiar would you say you are 
with artificial intelligence?

…and 1.5 times more likely to use AI at 
least weekly to support their work.

Question: How frequently, if at all, do you 
personally use artificial intelligence as part of 
your job?

9% 

15% 

11% 

10% 

20% 

25% 

14% 

10% 

Daily

Once a 
week

Once or 
twice  

a month

Less 
often than 

monthly

I don't use 
AI in my job

55% 

30% 

= 2023 = 2024

48% 

of all employees 
say they are very or 
extremely familiar 

with AI.

Note: Up from 
32% in 2023.
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Both employers and employees see a place for AI in benefits administration and 
management, and employees are more open to this idea than they were a year ago. 

Almost 1 in 5 employees (18%) are interested in using an AI chatbot for benefits enrollment —  
doubled from 2023.

Employer Question: Which, if any, of these steps associated with these benefits do you think can 
be effectively accomplished through artificial intelligence?
Employee Question: For which, if any, of the following steps associated with your benefits would 
you be comfortable working with artificial intelligence?

= Employees= Employers

Understanding  
my policy

Enrolling in 
benefits

Getting 
personalized 

recommendations 
on what benefits 

to choose

I would not be 
comfortable 

offering/
working with 

artificial 
intelligence for 
any of these 

steps

Filing a claim Contacting 
customer 

service with 
a question or 
question or 

problem with 
my benefits

45% 46% 

44% 

13% 

36% 
38% 38% 

37% 37% 

23% 

36% 
35% 

Up from 
31% in 2023.

Down from 
31% in 2023.
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While tech solutions such as enrollment websites and email reminders are 
important, employees still have an appetite for personalized support from an expert, 
whether that comes in the form of a live chat or one-on-one access to a benefits 
consultant — a need that is not currently being met by most employers.

Employer Question: Which tools and resources, if any, is your organization using for employee 
benefits enrollment?
Employee Question: Which tools and resources, if any, are you interested in using for your 
benefits enrollment?

Pro tip: Despite advances in technology, employees still want a personal touch. While digital 
tools for benefits management are becoming essential, demand for personalized support is 
still high. While you explore new digital technologies to help employees access benefits from 
their devices of choice, keep in mind the importance of benefits advisors. Always provide an 
option for one‑on‑one consultations with an advisor in addition to digital tools.

= Employees= Employers

5ppt 

gap 

9ppt 

gap 

Enrollment 
website

Email 
remainders

Printed 
materials

Educational 
videos

Live chat 
with 

a real 
person

An AI  
chatbot

Text 
reminders

Benefits 
spending/
estimated 
cost tools

Educational 
sessions for 
employees to 
learn about 

"what's new" 
in benefits 
offerings

Recommen-
dations for 
employees 
based on 

"what others 
like you" 

purchased

One-
on-one 

access to 
a benefits 
consultant

51% 

44% 45% 

32% 

35% 

25% 

33% 

30% 

27% 27% 27% 
29% 29% 

24% 24% 

21% 21% 

32% 

36% 

25% 

20% 

18% 

Interest among 
employees has 
doubled since 2023.
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Section 3 
Workplace trends 
+ their relationship 
to employee 
satisfaction



How remote, hybrid and 
on‑site work impact employee 
satisfaction and behavior
As organizations continue to experiment with remote, hybrid and on-site work environments, significant 
differences in employee satisfaction are emerging in response to the three workplace models. While hybrid 
offers the highest levels of satisfaction, remote presents some unique challenges, including concerns in job 
satisfaction and a higher likelihood of counterproductive work behaviors. Understanding these dynamics is 
crucial to employers as they try to create work environments that will satisfy their employees and keep their 
performance at peak levels.

A look at the shift away from fully remote workplaces

The prevalence of fully remote workplaces has declined, with more employers requiring their employees to 
come into the office at least part of the time. In 2024, only 22% of workplaces are fully remote, down from 
30% in 2023, while on-site work has increased from 25% to 30% over the same period.

Just over two-thirds (70%) of employers have at least some remote employees, a 
decline compared to 2023 (75%).

Question: Which of the following best describes your organization’s working arrangement over the 
last 12 months?  

Despite this shift, employers with on-site work arrangements don’t appear to be concerned about losing 
employees to remote work opportunities. Interestingly, only a quarter of on-site employees wish they could 
work remotely, suggesting a level of contentment with their current arrangements.

70% 

of all employers 
have at least a 
partially remote 
office structure.

30%
Fully in-person 

workforce

22%
Fully remote 
workforce

48%
Partially remote or 
hybrid workforce
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Only a third of employers 
with an on-site workforce 
say their employees 
could leave for remote 
opportunities…

Question: How likely do you 
think your employees would be 
to leave your organization to 
take a job that allows them to 
work remotely at least part of 
the time? 

… and this minimal concern is supported by 
employees with only 25% saying they wish they could 
work remotely.  
Question: Which, if any, of the following statements applies to 
you? // “I wish I had the opportunity to work remotely for my 
organization”

34% 

10% 

24% 

34% 

19% 

13% 

Extremely likely

Very likely

Somewhat likely

Not very likely

Not at all likely

25% 
of employees 

working on-site 
say they wish 

they were able to 
work remotely.
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Counterproductive behaviors in the workplace:  
Remote employees lead the way

Despite the perception that remote work fosters increased focus and productivity, this report reveals that 
nearly half of all employees engage in behavior that could be detrimental to their performance or employer 
relations. Remote workers are more likely to engage in these counterproductive behaviors than either of their 
on-site or hybrid counterparts. The most prevalent counterproductive behavior across the three models 
is "quiet quitting," where employees do only what is required, without going beyond the responsibilities 
outlined in their job descriptions. For fully remote employees, another concerning trend is the tendency 
to take on additional work outside of their primary job without their employer's knowledge. This pattern 
suggests that while remote work offers flexibility, it also blurs the lines around what’s expected of employees 
and makes it easier for some to disengage or seek opportunities outside their official jobs. 

Half (50%) of all employees say they are engaged 
in at least one counterpoductive behavior, with fully 
remote employees the most likely to do so (58%).

Question: Which, if any, of the following behaviors do you 
currently engage in at work?

Across all employees, “quiet quitting” is the most common behavior. Among fully 
remote employees, it is not uncommon to take on extra work without permission 
from an employer.

Question: Which, if any, of the following behaviors do you currently engage in at work?

Only 
meeting job 

requirements

Quiet 
vacationing

Frequent job 
searching/
applying

ProcrastinationSecondary 
work

Bare 
minimum 

contribution

16% 

10% 

12% 

10% 11% 

8% 

20% 

19% 

14% 

17% 

22% 

14% 

20% 

16% 

18% 

13% 14% 
15% 

= On-site only = Hybrid= Remote only

44% Of on-site employees 58% Of remote employees

54% Of hybrid employees

50% 
of all employers 

are engaged in at 
least one 'negative' 
behavior at work.
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Positive behaviors persist, but remote work may stifle some positives

The complexities of each work arrangement allow for counterproductive and positive behaviors to coexist 
in sometimes surprising ways. While nearly half of all employees engage in counterproductive behavior, with 
fully remote employees taking the lead, the employers of fully remote teams report the highest satisfaction 
with productivity. This suggests that despite the counterproductive behavior, the autonomy of remote work 
may drive efficiency — and it may come at a cost. While more than three-quarters of employees participate 
in positive behaviors like collaboration and continuous learning, remote workers are the least engaged in 
these activities.

The majority of employees, despite exhibiting 
counterproductive behavior, also engage in 
productive work behaviors, though remote 
employees are the least likely to do so. 
Question: Which, if any, of the following behaviors 
do you currently engage in at work?

Specifically, remote work appears to stifle collaborative teamwork and  
continuous learning.

Question: Which, if any, of the following behaviors do you currently engage in at work? 

= On-site only = Hybrid= Remote only

Collaborative 
teamwork

Continuous learning Innovation Initiative-taking

46% 

34% 
33% 35% 

37% 38% 

33% 

48% 50% 

43% 

52% 

36% 

78% 
of all employees 
are engaged in at 
least one 'positive' 
behavior at work.

77% Of on-site employees 74% Of remote employees

83% Of hybrid employees
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Opportunity lies in CSR

The study shows employees benefit significantly from participating in employers’ corporate 
social responsibility (CSR) efforts, with 91% reporting it has a positive impact on their 
well‑being.

Remote and hybrid workers expressed more interest in participating in their organization's 
CSR activities: 50% and 51%, respectively (vs. 34% on‑site), but they are also less likely 
to be informed about ways to contribute (30% remote and 29% hybrid, vs. 22% on‑site). 
Hispanic workers also reported they have a higher level of interest in an organization’s CSR 
policy: 65% vs. 47% of non‑Hispanics feel it is important/critical.

Employers can help improve employee well‑being and create more engagement and 
participation by increasing internal communication and external storytelling efforts.

CSR efforts also can boost employee recruitment and retention, as 77% of employees said 
employers’ CSR initiatives matter when making an employment decision — and 71% of 
employees indicated they currently participate in or are interested in participating in CSR 
initiatives.
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We like things just the way they are 

Employee perceptions of work are largely shaped by their current working arrangement. While remote 
workers tend to have negative views of employers who don’t allow remote work and don’t want to return 
to the office, on-site workers don’t feel the same way. This trend could represent a significant divide in 
workplace preferences that employers should be aware of.

Remote employees — and to a lesser degree, hybrid employees — tend to have a 
negative perception of organizations that don’t allow remote work, interpreting that 
decision as a lack of care for their employees’ well-being and a lack of trust in their 
workforce. On-site employees, on the other hand, do not share these sentiments.

Question: Which, if any, of the following statements applies to you?

As organizations adapt to the demands of remote work in various models, the hybrid approach seems 
to be striking the right balance for many employees. Hybrid offers more flexibility than on-site but without 
sacrificing on-site’s social and collaborative benefits. Fully remote workers exhibit mixed feelings about 
their work setup: Some thrive in the autonomy it provides, while others report feeling disconnected. Hybrid 
workers appear to enjoy the best of both worlds and express the highest levels of satisfaction overall. 

I would only 
accept a new 

position with a 
remote working 
arrangement.

There is no reason 
to require workers 

to come to an 
office outside of 
special events.

Employers who 
do not allow 

remote work care 
less about their 

employees' overall 
well-being than 
those who do.

Employers who do 
not allow remote 
work trust their 
employees less 

than those who do 
allow remote work.

13% 13% 14% 14% 

32% 
34% 

31% 32% 

24% 

19% 

26% 

29% 

= On-site only = Hybrid= Remote only
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Remote workers show some ambivalence toward their work arrangement — as 
they're the most likely to indicate they are “extremely satisfied,” but also the most 
likely to express dissatisfaction. Overall, hybrid workers are the most content, with 
three-quarters saying they're “somewhat” or “extremely satisfied.”

Question: How satisfied are you with your current working arrangement? 

Dissatisfied Neutral Somewhat satisfied Extremely satisfied

17% 

13% 

31% 

39% 

23% 

7% 

26% 

45% 

18% 

7% 

39% 

35% 

% Top 2 Box

70%  
on-site

71% 
remote

74%  
hybrid

= On-site only = Hybrid= Remote only
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The satisfaction spectrum: Hybrid work takes the lead 

Remote workers are feeling the relationship bug

Hybrid work appears to strike the right balance between the flexibility of remote work and the social and 
professional benefits of being on-site. Among the three models, it leads to higher satisfaction across key 
job components like relationships with colleagues and superiors, collaboration opportunities and workload 
management. While remote work allows for additional flexibility, remote workers don’t have the same 
satisfaction with their relationships and visibility for promotion opportunities compared to their hybrid 
counterparts. On-site workers, while strong in maintaining relationships, fall short in other areas where 
hybrid work excels. Employers considering how to balance remote versus on-site work for employees 
should note that the hybrid model appears most effective at fostering a well-rounded and satisfying work 
experience. 

Being on-site full time is not 
necessary for workers to 
maintain strong relationships 
with colleagues and superiors, 
but it may be beneficial to be 
on-site at least part time. Hybrid 
work fosters the highest levels 
of satisfaction when it comes 
to collaboration, workload and 
opportunities for promotion.

Question: How satisfied are you 
with each of the following individual 
components of your job? // % Very/
Extremely Satisfied

My 
relationships 

with colleagues

My 
relationships 

with superiors

My opportunities 
for collaboration/

working with others

My company 
culture

My workload

My 
opportunities 
for promotion

My salary or  
pay rate

72% 

69% 

64% 

64% 

60% 

57% 

53% 

65% 

65% 

65% 

68% 

64% 

60% 

63% 

72% 

73% 

71% 

70% 

68% 

64% 

65% 

= On-site only

= Hybrid

= Remote only
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Remote work does offer clear benefits in terms of perceived work-life balance, but 
each arrangement comes with its own set of challenges. Fully remote workers are 
the most likely to describe their work-life balance as “great,” with on-site workers 
the least satisfied with their ability to juggle their work and personal demands.

Question: How would you rate your work-life balance over the past 12 months?

Pro tip: Customize organizational support for different work arrangements. With the 
rise of remote and hybrid models, it is important to recognize that each setup comes 
with unique needs and challenges. Tailor your management approach to address these 
specific needs, and make sure your employees see you as a flexible partner, willing to try 
new approaches until they feel supported. This approach makes employees feel valued, 
regardless of their work setup — and increases loyalty and retention.

= On-site only = Hybrid= Remote only

GreatOkay GoodTerrible/not so good

30% 

21% 

42% 

8% 

37% 

14% 

46% 

3% 

31% 

18% 

46% 

5% 
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Workplace challenges: Burnout, tech issues and time zones

Each work arrangement — on-site, remote and hybrid — presents unique challenges that impact 
employee satisfaction and productivity in new ways. On-site workers report being most prone to 
burnout and feelings of invisibility to superiors, while remote workers struggle with technology issues, 
time zone management and feeling undervalued. Hybrid employees face a mix of these challenges, 
particularly in career advancement and managing the complexities of splitting time between different work 
environments. That said, a hybrid approach appears to present a unique opportunity for organizations 
willing to experiment by combining the aspects of remote and on-site work in a way that enhances 
employee satisfaction and retention. 

Question: Which, if any, of the following challenges do you face at work currently?

On-site Remote Hybrid

23% 

9% 

8% 

16% 

13% 

12% 

19% 

13% 

10% 

15% 20% 20% 

18% 14% 19% 

17% 20% 16% 

15% 17% 18% 

15% 17% 17% 

8% 20% 19% 

14% 14% 10% 

11% 17% 12% 

11% 9% 13% 

20% 

9% 

Coping with burnout at work

Technology challenges

Advancing in my career

Remaining productive

Feeling like my work is 
undervalued or unappreciated

Feeling "invisible" to my 
supervisor or other superiors

Managing work across different 
time zones

Collaborating effectively with 
colleagues

Juggling personal and 
professional responsibilities

Dealing with interruptions from 
colleagues

Cultivation strong relationships 
with my colleagues

Feeling disconnected from the 
organization

18% 

17% 

17% 

16% 

16% 

14% 

13% 

12% 

11% 

11% 
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Section 4 
Employee financial 
fragility + the role 
of supplemental 
insurance



Rising costs, rising risks: How 
supplemental insurance provides 
added protection for many 
employees
In our current economic climate, financial fragility is the norm. Supplemental insurance is quickly becoming 
a vital tool for both employees and employers to help combat the rising costs of health care. It offers 
assistance to many financially vulnerable employees, helping them mitigate the risk of an unexpected health 
event, such as a life-threatening illness or injury that requires expensive treatment. As businesses look 
for new ways to help support their workforces, supplemental insurance should not just be considered an 
option, but a crucial part.

Nearly half of all employees can’t afford unexpected medical expenses

As health care costs continue to rise, employees face unprecedented financial challenges when it comes to 
dealing with unexpected medical expenses. More than half (51%) of employees report that they could not 
pay less than $1,000 out-of-pocket in the event of an unexpected illness or injury. Nearly a quarter (22%) 
said they could not cover even $500. This financial fragility is most pronounced among younger workers, 
women and those juggling multiple jobs. These groups are at the greatest risk when faced with a sudden, 
unexpected expense. 

While many employees (42%) said they could leverage existing cash reserves or a credit card to pay for an 
unexpected medical expense, fewer said they are able to do so this year than in 2023 (51%). Also of note 
is an alarming increase among a small minority of employees who said they would borrow from retirement 
(24%), take out a second mortgage (13%) or set up a crowdfunding page (12%) to pay for such an expense.

More than half of employees are 
unable to pay less than $1,000 in 
out-of-pocket costs for an unexpected 
medical event; nearly one-quarter 
cannot afford a $500 expense. 

Question: How much would you be able 
to pay for out-of-pocket expenses if an 
unexpected serious illness or accident 
occurred today?

Less than $500

29% 

28% 

20% 

Between $500  
and $999

Between $1,000  
and $4,999

$5,000 or more

22% 
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Only 2 in 5 employees say they would pull from a 
checking or savings account to cover unexpected 
medical bills — fewer than in 2023 (51%).

Question: How would you pay for high out-of-pocket expenses 
associated with an unexpected serious illness or accident?

More than half (54%) of all employees cite inflation as 
negatively impacting their finances over the past year 
— though this is a decline compared to last year.

Although inflation remains the primary culprit affecting workers’ 
finances, health care costs are emerging as a growing burden.

Question: Which of the following have had the greatest 
negative effect on your finances?

Inflation

High health  
care cost

Medical costs 
not covered by 
major medical 

insurance

Changes to  
my employment

Other

67% 

28% 

21% 

18% 

2% 

54% 

31% 

26% 

20% 

1% 

= 2023 = 2024

42% 
would pull from 

checking or 
savings for an 

unexpected cost.
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Most employees aren’t prepared to financially support themselves in the event of a serious medical 
diagnosis, and many don’t understand how burdensome the costs associated with such a diagnosis can 
be. Most workers expect the out-of-pocket costs in the 12 months following a cancer diagnosis to be less 
than $2,000, while the National Cancer Institute estimates those costs to be more than $40,000.

More than three-quarters (76%) of all employees expect that the out-of-pocket costs 
in the 12 months following a cancer diagnosis would be less than $2,000 — and 
many would not know where to turn for support.

Question: To the best of your knowledge, how much do you think the average American with 
health insurance pays out of pocket for medical care and prescription medications for the 12 
months following a cancer diagnosis?
Question: Do you know where to turn to for information and resources if you or a loved one were 
diagnoses with a serious illness such as cancer?

The 2024 PricewaterhouseCoopers’s Health Research Institute findings revealed health care costs are 
projected to rise between 7% and 8% in 2025. While inflation continues to increase at lower rates, prices 
outpace wage growth — contributing drivers to employees’ financial stress, which impact their productivity 
and overall well-being. It’s important for employers to recognize how these incremental increases are 
affecting employees’ wallets even if the economy rebounds or the global pandemic state of urgency 
subsides — giving Americans a false sense of security. Employers should offer supplemental insurance as 
part of employees’ comprehensive benefits packages to help with rising costs while also helping close gaps 
in their coverage.

$2,000 to 
$4,999

Less than 
$2,000

$5,000 to 
$9,999

$10,000 to  
$14,999

$15,000 to  
$19,999

$20,000 to  
$24,999

$25,000 or 
more

6% 

76% 

7% 

4% 

1% 1% 

5% 

35% 

of all employees say they don't know where they 
would go for information in the event of a serious 

illness diagnosis.
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Gen Z’s financial security improves slightly, while baby  
boomers’ declines

Gen Z employees remain the most financially vulnerable and are the most likely not to be able to pay a 
$1,000 medical bill. However, their financial resilience has improved somewhat over the last year. Meanwhile, 
baby boomers, who have historically been more financially stable, are experiencing a worrying decline 
in their ability to handle unanticipated expenses. Far more baby boomers are unable to handle a $1,000 
medical expense than in 2023. This shift suggests that while younger workers are still at high risk, they are 
gradually establishing their financial footing, while older generations may be becoming more vulnerable.

While Gen Z employees 
are still the most financially 
vulnerable, with 61% 
unable to handle a $1,000 
medical bill, their situation 
has slightly improved 
compared to last year 
when 72% reported the 
same concern. In contrast, 
more baby boomers 
this year say they can’t 
manage a $1,000 expense 
compared to last year. = Gen Z = Baby boomers

2021 2022 2023 2024 

71% 

36% 

78% 

41% 

72% 

33% 

61% 

44% 
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Employees living month to month reaches all-time high 

The financial instability of employees is further emphasized by the rise in the number of employees who 
report that they would not be able to survive more than a month without a paycheck. This financial 
strain combined with inflation and other economic woes has driven more than a third of employees to 
make difficult health care decisions — delaying or avoiding critical medical care due to cost concerns. 
Organizations that prioritize employee well-being and satisfaction should find ways to address this 
financial need. 

Nearly two-thirds (64%) of employees say they cannot go more than one month 
without a paycheck — a concerning all-time high and significant uptick compared to 
2023 (54%).

Question: How long could you go without a paycheck?

Cannot go more than one month without a paycheck

2018 2019 2020 2021 2022 2023 2024 

61% 

56% 

52% 52% 

61% 

54% 

64% 

5 0 W O R K P L A C E  B E N E F I T S  T R E N D S :  S E C T I O N  4



Due to rising costs of consumer goods, more than a third (36%) of all employees 
have had to make a difficult health care decision in the past year — up from 30% 
reporting having done so in 2023.

Question: In the past 12 months, have you experienced any of the following due to rising costs 
(groceries, gasoline, etc.)?

Had to delay 
going on 
vacation

Had to 
delay house 

repair(s)

Had to choose 
between 

health care or 
paying a bill

Had difficulty 
affording a 
prescription

Had difficulty 
affording 

health care 
recommended 

to you by 
a doctor or 
specialist

None of the 
above

24% 

18% 

23% 

17% 

21% 

36% 

have had to make a difficult health care 
decision due to the rising cost of consumer 

goods. Compared to 30% in 2023.

46% 
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Rising anxiety about future medical care continues

Anxiety about a serious medical diagnosis that may arise is growing. More than 2 in 3 employees (70%) 
now express concern about the possibility of facing a serious illness, like cancer. This number has jumped 
significantly from 60% last year, underscoring a growing sense of vulnerability and anxiety among workers 
over the financial impact of receiving a serious diagnosis.

About 70% of employees experience 
at least some anxiety about a serious 
medical diagnosis in the future —  
a significant uptick compared to  
2023 (60%).

Question: How frequently, if at all, do you 
worry about whether you will be diagnosed 
with a serious illness, such as cancer? 
  

More than half (54%) of all American 
workers have high anxiety about health 
care costs beyond what their insurance 
covers — also an uptick compared to 
2023 (50%).

Question: How much anxiety do you feel about 
health care costs beyond what is covered by 
your health insurance? 

Always

Often

Sometimes

Rarely

Never/Not 
Applicable

Total employees

14% 

17% 

31% 

24% 

15% 

70% 
up from 60%  

in 2023.
54% 

have high anxiety 
about medical 
costs beyond 

what is covered.
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Supplemental insurance is in greater demand than ever before

The rising cost of living continues to take a toll on employees. During a time of heightened financial 
insecurity, supplemental insurance can play a critical role. As economic pressures mount, employees 
need commonsense solutions to help navigate the rising costs of health care. Supplemental insurance 
has moved from being an added perk to an essential component of any comprehensive benefits 
package. It can help provide financial well-being and added peace of mind for employees who are afraid 
of the costs associated with medical expenses.

Well over half (57%) of all American workers view supplemental benefits as a core component 
of a comprehensive benefits program — far more than in 2023 (42%).

More than 9 in 10 employees (93%) believe the need for supplemental insurance is increasing 
— an uptick from 2023 (89%). 

Three-quarters (76%) of all employees enrolled in supplemental insurance have used it in the 
past year — up from 2023 (68%). 

The overwhelming majority of enrolled employees say they would recommend that a friend or 
family member enroll in supplemental benefits (91%) and that their supplemental benefits helps 
protect their financial security (92%). 

Only 37% of employers indicate that they offer supplemental insurance options to   
their employees. 

“The voluntary health insurance benefit I used provided critical support during a family 
medical emergency, covering significant medical expenses and reducing our financial stress, 
allowing us to focus on recovery and well‑being rather than worrying about the cost of care.”

55‑year‑old male, California

Offering supplemental benefits can significantly enhances employee satisfaction and confidence. Employees 
with access to these benefits report much higher satisfaction with their overall benefits package as well as 
greater overall job satisfaction. They also are far more likely to believe that the benefits package they have 
meets their family’s needs. Additionally, supplemental benefits instill greater confidence that a package 
will adequately protect an employee in the event of a serious illness. This data underscores the crucial role 
supplemental benefits play in improving employees' perception of their benefits, enhancing their overall job 
satisfaction and giving them a greater sense of security.
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Three-quarters of those who are 
offered supplemental benefits report 
high satisfaction with both their 
benefits packages and their overall jobs 
— compared to just half of those who 
do not have access to these options.

Question: How satisfied are you with the 
overall benefits package offered to you by 
your employer at this time?
Question: Overall, how satisfied are you with  
your job? 

Similarly, three-quarters of those who 
have access to supplemental benefits 
are confident their benefits meet their 
family’s needs and will cover them in 
the event of a serious illness — far more 
than those who do not have access to 
supplemental insurance.

Question: How well does the current benefits 
package offered by your employer meet your 
family’s needs?
Question: How well do your benefits cover 
you and your family if you were to come down 
with a serious illness?

= Not offered supplemental benefits
= Offered supplemental benefits

Satisfaction with 
benefits package

Job satisfaction

73% 74% 

47% 

56% 

= Not offered supplemental benefits
= Offered supplemental benefits

Benefits package meets 
my family's needs

Benefits cover my family 
well in the event of a 

serious illness

73% 71% 

49% 

43% 
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Life, dental and vision insurance are the most selected supplemental benefits 
among employees. 

Question: Which of the following voluntary benefits are you enrolled in through your employer?

Note: This question was asked of employees who indicate they have access to supplemental benefits 
at work. With just under 3 in 4 (73%) employees stating they have access to supplemental benefits, this 
translates to 43% of all employees enrolling in supplemental life, 37% enrolling in supplemental dental, and 
34% enrolling in supplemental vision.

Pro tip: Educate employees on the real costs of medical care and how supplemental 
insurance can help. Many employees significantly underestimate the financial burden of a 
serious medical diagnosis. By providing clear, accessible information on how supplemental 
insurance can help cover these expenses, you empower your workforce to make informed 
decisions about their health and financial well‑being. This knowledge gives employees peace 
of mind, knowing they are better prepared for life’s unexpected events.

Life  
insurance

Vision 
insurance

Accident 
insurance

Critical 
illness 

insurance

Cancer 
insurance

Dental 
insurance

Hospital 
insurance

Disability 
insurance

Pet  
insurance

Other 
specified 

disease (e.g., 
heart attack, 

stroke) 
insurance

59% 

51% 

47% 

39% 

36% 

34% 

26% 

17% 17% 

13% 
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Section 5 
Mental health 
+ employee 
well‑being



How employers can better 
support employee well‑being
More and more, organizations are discovering that mental health and well-being are key elements of job 
satisfaction and productivity. There has been some progress in how employers support these qualities 
in the workplace. More employees report feeling their organizations care this year than last; however, 
challenges like stress and burnout from work remain prevalent. It’s essential for employers to consider 
ways to address these issues head-on, like offering flexible work hours, additional PTO and comprehensive 
mental health coverage as part of a comprehensive benefits package to attract and retain top talent. As the 
importance of mental health in the workplace continues to rise, employers might seek proactive ways to 
make employees feel supported both on and off the clock. 
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Organizations are making progress in addressing mental  
health concerns

Year over year, there has been a significant increase in employee confidence that employers care about their 
mental health. However, this feeling is less pronounced among on-site workers, highlighting one potential 
area for improvement. Also, despite this progress, 15% of employees still believe their employers don’t care 
about their mental health, indicating there is plenty of work still to be done.

More than half (54%) of all employees are now confident that their employers care at 
least moderately about their mental health, with more than a quarter (28%) believing 
they care a great deal. This is an improvement over 2023, where only 48% believed 
their employers cared. However, there appears to be less confidence among those 
working fully on-site.

Question: How much do you believe your employer cares about your overall mental health? 
A/B/C indicates sub-group is statistically significantly higher than corresponding sub-group at 
the 95% confidence level. 

Nearly half of employees feel their organizations are doing a better job addressing mental health today than 
they were a year ago. This is a big step in the right direction, as a direct correlation can be drawn between 
employees feeling supported in their mental health and their overall job satisfaction. However, once again, 
this feeling isn’t echoed as strongly among on-site employees, suggesting more resources and attention 
might need to be directed their way. 

54% Top 2 Box

Significant lift compared  
to 2023 (48%).

49% On-site only (A)

59% Remote only (B)

58% Hybrid (C)

My employer cares about my 
mental health a moderate 
amount/a great deal:

A 

A 

Not at all Not very much Somewhat A moderate amount A great deal

5% 

10% 

31% 

26% 
28% 
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Nearly half (47%) of all employees believe their organizations have done a better job 
addressing mental health over the past year — and very few believe their companies 
have declined in their support.

Question: Compared to a year ago, would you say your organization’s efforts regarding mental 
health in the workplace are…  
A/B/C indicates sub-group is statistically significantly higher than corresponding sub-group at a 
95% confidence interval.

Unsurprisingly, employees who are confident that their employers care about their 
mental well-being are far more likely to express strong job satisfaction, with nearly 
half (46%) saying they are extremely satisfied and an additional 42% saying they are 
very satisfied.

Question: Overall, how satisfied are you with your job?  
Question: How much do you believe your employer cares about your overall mental health?

Not at all satisfied Not very satisfied Somewhat 
satisfied

Very satisfied Extremely satisfied

9% 

17% 

43% 

25% 

6% 

1% 

6% 

39% 

45% 

9% 

0% 1% 

10% 

42% 

46% = Does not believe employer cares

= Believes employer cares

= Believes employer cares somewhat

48% 
say they're seen 

an improvement in 
their organizations' 
efforts regarding 
mental health. 

40% On-site only (A)

48% Remote only (B)

58% Hybrid (C)

My employer's efforts regarding mental health 
are somewhat/much better than a year ago.

A 

AB 

Much worse Somewhat 
worse

About the 
same

Somewhat better Much better

3% 4% 

43% 

23% 25% 
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Workplace stress remains a persistent challenge

Despite improvements in support for mental health issues, employees continue to report high levels of workplace 
stress. This year, 3 in 4 employees reported at least a moderate level of stress at work. There also has been an 
increase in the number of employees experiencing high levels of stress rising to 38% from 33% in 2023. Heavy 
workloads are the primary driver, though other factors contribute.

Workplace stress is high among 
employees, with 74% reporting at least 
a moderate level of stress and a year-
over-year increase in those reporting 
high levels of stress. 

Question: How would you quantify the 
amount of workplace stress you experience? 

A third of all employees blame a heavy workload for their stress, though there are many 
other culprits.

Question: Which of the following cause you the most stress at work?

Very high

High

Moderate

Low
Very low

Total employees

10% 

16% 

36% 

21% 

17% 

74% 

38% Top 2 Box 
up from 33% in 

2023.

Heavy workload

Long hours

Insufficient pay/salary

Juggling work with personal 
obligations

Too many meetings

Unclear expectations

Insufficient benefits

Poor office etiquette on the 
part of colleagues

Concern about upcoming layoffs

Unsafe work environment

Conflicts or poor communication

I don't have the right tools or 
training I need

Other

11% 

10% 

10% 

32% 

27% 

23% 

22% 

20% 

20% 

18% 

13% 

12% 

6% 
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Burnout is prevalent, especially among millennials

Burnout is affecting a large portion of the workforce, with well over half (59%) of employees experiencing at 
least a moderate level of burnout. However, while burnout is prevalent, it is still less common than levels of 
stress described as "moderate." This could suggest that some employees are finding ways to manage their 
stress so they don’t reach the point of burnout. 

Millennials, in particular, are more affected by this issue than other age groups. Also, unlike in previous 
years, there is no significant gender gap in burnout rates among this group, suggesting that broader 
generational factors are at play. One possible explanation for the higher levels of burnout among millennials 
could be their unique career pressures and expectations: facing more demanding work environments than 
other generations — defined by constant connectivity, high performance expectations and a competitive 
job market. Beyond career challenges, many millennials are part of the “sandwich generation,” managing 
the demands of young children while simultaneously caring for aging parents. This constant juggling act of 
managing career aspirations, familial duties and personal well-being may be pushing millennials into burnout 
faster than other age groups.

More than half (59%) of all employees 
are facing moderate or high burnout, 
with nearly a quarter (23%) facing high 
burnout. 

Question: How would you rate your current 
level of burnout? 

Nearly two-thirds (66%) of all millennials 
say they are facing moderate or high 
burnout — far more than baby boomers 
(39%).  

Question: How would you rate your current 
level of burnout? // % Moderate-Very high

Very high

High

Moderate

Low

Very low

Total employees

19% 

22% 

35% 

14% 

9% 

58% 

Gen Z

Millennials

Gen X

Baby 
boomers

56% 

66% 

60% 

39% 
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Addressing burnout is key to helping prevent more severe mental 
health issues from taking hold

Tackling burnout is key to helping millennials — and other age groups — thrive. This report shows that 
people who experience high levels of burnout are much more likely to suffer from severe mental health 
issues such as anxiety, depression and post-traumatic stress — so the stakes couldn’t be higher. 
Unfortunately, addressing these issues isn’t simple or straightforward. Organizations that are serious about 
making mental health a priority must be willing to explore benefits like flexible work hours, additional PTO 
and other creative solutions as part of their comprehensive benefits package. 

There are significantly 
higher instances of all 
mental health challenges 
among those experiencing 
high burnout than among 
those experiencing low or 
no burnout.

Question: Have you 
experienced any of the 
following in the past 12 
months?
Question: How would you rate 
your current level of burnout?

While reports of anxiety and 
trouble sleeping have declined 
since 2023, there has been an 
increase in more severe mental 
health concerns, including post-
traumatic stress, eating disorders 
and psychotic episodes. Again, 
these more severe issues indicate 
that organizations should be 
willing to try new approaches 
to combatting mental health 
issues among employees. 
Organizations that are proactive 
in communicating with employees 
about mental health concerns — 
and who remain flexible in their 
approaches to addressing them 
— will likely set themselves apart 
from the competition. 

Anxiety

Trouble sleeping

Depression

Weight gain

Post-traumatic 
stress

Eating disorder

Psychotic 
episode

Personality 
disorder

Some other 
mental or 

behavioral health 
concern not 
listed above

None of these

21% 

24% 

17% 

16% 

7% 

7% 

5% 

5% 

2% 

49% 

38% 

37% 

26% 

22% 

11% 

8% 

6% 

6% 

4% 

24% 

47% 

39% 

40% 

31% 

22% 

13% 

17% 

13% 

8% 

9% 

= Low/no burnout

= High burnout
= Moderate burnout
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In positive news, anxiety and trouble sleeping have 
declined compared to last year. However, more 
severe mental health concerns have increased — 
and depression and weight gain have remained flat.

Question: Have you experienced any of the following in the 
past 12 months? 
A/B/C indicates sub-group is statistically significantly higher 
than corresponding sub-group at the 95% confidence level.

= 2024 (C)= 2022 (A) = 2023 (B)

C 

C 

AC 

AB 

AB 

AB 

AB 

B 

B 

B 

Anxiety

Trouble 
sleeping

Depression

Weight gain

Post-traumatic 
stress

Eating disorder

Psychotic 
episode

Personality 
disorder

Some other 
mental or 

behavioral 
health concern 

not listed above

None of these

32% 

26% 

22% 

12% 

9% 

8% 

7% 

4% 

31% 

40% 

37% 

33% 

27% 

23% 

7% 

6% 

3% 

3% 

3% 

32% 

37% 

31% 

27% 

21% 

8% 

8% 

5% 

5% 

3% 

32% 
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Flexible work options and PTO are key to 
combatting burnout

To address burnout, employees are seeking increased options 
to work from home, more PTO and company-sponsored self-
care programs. Organizations that are willing to be flexible in 
their approach — like hybrid models and new mental health 
and well-being initiatives that allow employees to have input 
into their own care programs — will likely be set up for success. 
Interestingly, while a four-day work week is often discussed as 
a potential solution, it is not as highly regarded by employees 
— perhaps because they recognize that their heavy workloads 
couldn’t realistically be managed in fewer days.

Nearly a third (32%) of those who have experienced burnout say the ability to work 
from home would be most effective for helping them cope, followed by increased PTO 
and company-sponsored self-care programs.

Question: Which of the following would be most useful with helping you deal with burnout or 
personal mental health concerns?

Increase time off

Self-care program

Offer options to work 
from home

Employee  
Assistance Program

Mental health care

Four-day work week

Family support 
services

Wearable technology 
to help monitor health

Company-provided 
benefits to help pay 

my student loans

Additional training on 
new technology

Telehealth visits

23% 

21% 

32% 

7% 

6% 

7% 

4% 

1% 

1% 

1% 

1% 

17% 

16% 

7% 

22% 

14% 

10% 

13% 

3% 7% 

3% 7% 

3% 6% 

3% 6% 

11% 

9% 

4% 

10% 

16% 

11% 

51% 

46% 

43% 

39% 

36% 

28% 

17% 

11% 

11% 

10% 

10% 

% Ranked 
in Top 3

= Ranked 2nd= Ranked 1st = Ranked 3rd
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Mental health coverage is just as important as major medical

Employees are increasingly recognizing the importance of mental health coverage as part of their benefits 
plan, with 76% ranking it as “just as important” as major medical coverage. This new tendency is reflected 
in future job considerations as well, with nearly three-quarters (73%) planning to evaluate an employer’s 
mental health support when seeking new opportunities. Modern enterprises should see this as proof that 
supporting employees with mental health resources isn’t just a way of retaining top talent, but it also is a 
way of attracting it. 

Three-quarters (76%) of employees say mental health coverage is just as important as 
physical health coverage, and a similar percentage (73%) say that how organizations 
manage employees’ overall well-being will be an important consideration for them 
when job-hunting in the future. 

Question: To what extent do you agree or disagree with the following statements? 

In positive news, far more employees 
(71%) have access to mental health 
coverage than in previous years (61%). 

However, this still leaves nearly a third (29%) 
without coverage.

Question: As part of your current insurance 
coverage, do you have coverage for mental 
health resources?

71% 
of all employees 
say their benefits 
program includes 

mental health 
coverage.

Note: Up from 
61% in both 
2022 and 2023.

= Strongly agree= Somewhat agree

I believe mental health coverage is just 
as important, if not more important, 

than physical health coverage. 

How employers support their 
employees' overall well-being will 

be important to me when looking for 
work in the future.

76% 

73% 

% Top 2 
Box

36% 37% 

37% 39% 
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Employees who have access to mental health care as part of their benefits package are more likely to feel 
that their employers genuinely care about their mental well-being. Furthermore, these same employees 
report higher satisfaction with their benefits package and say they are more likely to believe that their 
benefits meet their family’s needs. This underscores the critical role mental health support plays in overall 
employee satisfaction and the effectiveness of benefits programs.

Well over half (58%) of those 
who have mental health 
coverage believe their 

employers care about their 
mental well-being, compared to 
just 42% of those who do not 
have mental health coverage.

Those with mental health 
coverage are more satisfied 

with their benefits package than 
those who do not have mental 
health coverage (72% vs. 54%).

Similarly, those with mental 
health coverage are more likely 
to say their benefits package 

meets their family’s needs than 
those who do not have mental 
health coverage (73% vs. 55%).

Pro tip: Make offering mental health 
support a priority. To align with employee 
expectations, ensure your benefits 
package includes robust mental health 
coverage and support. Consider 
expanding access to mental health 
resources, such as counseling, and offer 
discounts on popular self‑care apps 
and resources. Companies can also 
experiment with flexible work options 
and increased PTO to address stress and 
burnout in the workplace. Employees 
report that when employers demonstrate 
a commitment to mental health, it can 
significantly boost their satisfaction with 
and confidence in their coverage.
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About the study

The 2024-2025 Aflac WorkForces Report is the 14th 
annual Aflac employee study examining benefits trends 
and attitudes. Conducted by Kantar on behalf of Aflac, the 
employer survey took place online between June 6 and 
June 21, 2024, and the employee survey took place online 
between June 6 and July 10, 2024. The surveys captured 
responses from 1,003 employers and 2,000 employees 
across the United States. 

For more information, visit aflac.com/awr. 

Aflac and Kantar are members of the Insights Association 
governed by The Insights Association Code of Standards 
and Ethics for Marketing Research and Data Analytics.

The content within provides general information and does 
not constitute legal, tax or accounting advice regarding any 
specific situation. Aflac cannot anticipate all the facts that 
a particular employer will have to consider in their benefits 
decision-making process. 
 

Aflac's family of insurers includes Aflac and/or Aflac New York, and/or Continental American 
Insurance Company and/or Continental American Life Insurance Company.

Aflac WWHQ | 1932 Wynnton Road | Columbus, GA 31999
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