
 BOARD OF TRUSTEES AGENDA
Regular

Regular Meeting
Tuesday, January 13, 2026

6:00 PM
Ambler Board Room
1801 N. Cottonwood

Iola, KS 66749

Current Board Members: 
Gena Clounch; Vicki Curry; Rebecca Nilges; Corey Schinstock; Jenny Spillman; Jessica Thompson

1. Call to order and establish quorum.
2. Swearing in of new board members.

Jessica Thompson
Jenny Spillman
Rebecca Nilegs

3. Election of board officers and appointments
Chair:
Vice Chair:
Secretary:
Treasurer:
KACC Representative:
Iola Industries Representative:
Endowment Board Representative:
Clerk of the Board:
Board Attorney:
Newpaper:
3.a. Signing of Affirmation of Service and Conflict of Interest Disclosure Form

4. Approval of Agenda
5. New Employee Introductions 

Angela Clemmer, Health Professions Coordinator
Emilee Luedke, Market Coordinator
Dale Strickler, Ag Instructor
Linda Sterling, Psychology Instructor
Amelea Jones, Ag Instructor
Roni Smith, RN, Allied Health Instructor

6. Patron's Concerns



"Persons who wish to address the Board of Trustees regarding items on the agenda may do so as 
that agenda item is called. Persons who wish to address the Board of Trustees regarding items 
not on the agenda and that are under the jurisdiction of the Board of Trustees may do so at this 
time when called upon by the Chair. Comments on personnel matters and matters pending in 
court are not permitted. Speakers are limited to three minutes. Any presentation is for 
information purposes only. No action will be taken."
 

7. Consent Agenda
December 9, 2025 BOT Minutes
Financial documents.Jan 2026

8. Administrative Reports and/or Board Discussion
ACC Board reports January 2026
Mid Size Best In Class Report - Gallagher

9. Board Reports
KACC - Jessica Thompson
Iola Industries - Corey Schinstock
ACC Endowment - Vicki Curry
Board Finance Committee - Gena Clounch/Vicki Curry
Other Board members                                                     

10. New Business (Action, Report, or Discussion)
10.a. EDA Grant Presentation

Sonia Gugnani
10.b. HLC Conference Attendance (March 21-24)

Lyvier Leffler
10.c. Downtown Office Opportunity

Lyvier Leffler
10.d. Update on Residence Hall Expansion

Matthew Gleason
10.e. Tuition/Fees assessment

Matthew Gleason
11. Old Business (Action, Report, or Discussion)

11.a. Employee Perception Survey Results with Next Actions
Karen Gillespie
Employee Perceptions Survey - Results - January Board Meeting 

11.b. President's Evaluation 
12. Executive Session

12.a. Executive session for the purpose of discussing personnel matters for non-
elected personnel. 

13. Upcoming Meetings
Special meeting: Thursday, January 22, 2026, at 4:00 PM
Regular meeting: Tuesday, February 10, 2026, at 6:00 PM

14. Pending Agenda Items
15. Adjournment

3
3
8

54
54
67

98

98



MINUTES OF THE REGULAR MEETING OF THE  
BOARD OF TRUSTEES OF ALLEN COMMUNITY COLLEGE 

IOLA, KANSAS, DECEMBER 9, 2025 
 

Rebecca Nilges called the meeting to order at 6:00 PM; also present: 
Trustees:  Gena Clounch  
  Vicki Curry  
  Corey Schinstock  
  Jenny Spillman 
  Jessica Thompson  
 
Other Attendees: Dr. Lyvier Leffler, Dr. Kara Wheeler, Cami Keitel, Matthew Gleason, Karen Gillespie, 

John Collins, Ryan Sigg, Brad Henderson, Christine Freelove, Melanie Wallace, Ryan 
Bilderback, Bobbie Haviland, Anne Marie Foley, Tricia Stogsdill, Amy Lemer, Nicci 
Denny, Josiah D’Albini, Jean Swillum, Neil Phillips, Iola Register, Richard Luken, 
Wendee Bennett, Chi Wiggins, and Five Thrive Allen County staff.  

 
Agenda Corey Schinstock moved to approve the agenda as amended, to add an executive session  
Approval and rearrange presentations.  Seconded by Jenny Spillman, motion carried 6-0. 
 
New Matthew Gleason, VP for Finance and Operations, introduced Wendee Bennett, Admin Asst.  
Employee for Plant Operations. 
Introductions  
 
Patron’s Patron Chi Wiggins from Thrive commented on Thrive’s annual event as being the best one 
Concerns due to Allen’s staff and students.  A big thanks and appreciation to all who took part: Cindy 

and her catering team, maintenance staff, WBB players, Buzz Godinez, Campus Security 
Officer, and Josiah D’Albini, Director of Student Life. 

 
Presentations 
Community Henry Lohman, Thrive Intern, presented the community conversation results involving Allen  
Conversation students and community members.  Concerns included transportation issues, lack of food  
Results  service after late practices, no kitchen area in dorms to prepare own meals, lack of space for 

private gatherings, and lack of community events for college-age groups. Some suggestions 
were shared, including having an Allen County Olympic event and an end-of-year yard sale.       

 
2024-2025 Neil Phillips, Jarred, Gilmore & Phillips, PA, presented Allen’s 2024-2025 audit report.  
Auditor Funds, cost comparisons, capital assets, liability comparisons, deferred costs, revenues with 

2-year comparisons, accounts receivable, and expenditures are included in the report.  
Results of no weaknesses or significant deficiencies throughout the report.   

 
Vicki Curry moved to approve the 2024-2025 audit report as presented.  Seconded by Gena 
Clounch, motion carried 6-0. 

 
  



2030 Work Ryan Bilderback, Leadership Studies Instructor, presented Allen 2030 Task Force charge,  
Group  highlighting discussions from the committee and summarized how to move forward.   
Update Suggestions included facility upgrades, improving internet access, focusing on student 

housing options that will address social, communal and wellbeing space for students.  The 
next focus will be on technology needs and issues in the classrooms.  

 
Gen Alpha Dr. Wheeler introduced Michael Garvey, BHDP, for the recording of Generation Alpha 

Student Life Needs.  Gen Alpha student trends, comparisons, methodology, research 
results, and implications for campus life were shared.  Main takeaways of Gen Alpha is 
“together alone”, socially equitable, and holistic life. 

Consent Gena Clounch moved to approve the consent agenda as amended to include the November  
Agenda  11, 2025, regular board minutes, financials, pay bills, and approve the statement of claims, a 

total of $839,461.05.  Seconded by Vicki Curry, motion carried 6-0. 
 
Administrative   Gena Clounch, Trustee, inquired about CourseDog, Dr. Wheeler responded that this is new  
Reports  to help project courses to offer and streamline curriculum.   
 

Becky Nilges, Trustee, inquired about the waiting period for the 2025-2026 catalog approval 
by the SAA (State Approving Agency).  Bobbie Haviland, Registrar, responded that the report 
is part of VA reporting, this has been sent and is awaiting approval.    

  
Nilges inquired about Allen’s responsibility for the recent country restrictions for 
international students.   Dr. Leffler responded that Allen has one student currently and is in 
good standing at this time.  Nikki Peters, Director of Enrollment Management, receives 
updates and checks all documents.  

     
Board  KACC – Jessica Thompson, Trustee, reported on the December meeting in Garden City and  
Reports reported what all the Garden City high school partnership coordinator is involved with and 

about having mobile labs for adult education classes.  The KACC meeting dates changed to 
June 7 & 8; Donuts with Legislators event is January 15; Community College Showcase in 
Topeka is January 26.  A $2,000 scholarship to Fort Hayes for Kansas students who plan to 
live on campus can be offered through the president's office.   
 
Iola Industries – Corey Schinstock, Trustee, reported that the December meeting was 
canceled. 
 
ACC Endowment – Vicki Curry, Trustee, no meeting to report on.      
 
Board Finance Committee – Gena Clounch reported that the finance is in good standing.   
 
Becky Niles met with Marcia Davis, Thrive Allen County, about having a collaboration 
meeting.  Davis will reach out to the City of Iola, Iola Council members, and Iola USD to 
schedule a community conversation meeting with Allen Trustees in the spring.   

 
Break At 8:02 PM, 5 minute meeting break.  
 At 8:07 PM meeting resumed.  
 
 



New Business 
Academic Bobbie Haviland, Registrar, presented the 2026-2027 & 2027-2028 academic calendars.    
Calendars Discussion ensued about wintertime off schedule and fall intersession student support.  

Melanie Wallace, Dean for Academic Affairs, stated that online support continues during 
the breaks.  Haviland stated that her office team continues to process documents.  Dr. 
Leffler assured that academic advising would be available. 

           
Jessica Thompson moved to approve the 2026-2027 & 2027-2028 Academic calendars.  
Seconded by Jenny Spillman.  Vicky Curry questioned about being able to view the calendars 
before approving; both calendars are included in the board packet to be viewed before the 
meeting.  Curry moved to table the motion on the action for the academic calendars until 
the next board meeting.  Seconded by Spillman, motion failed 3-3; Schinstock, Clounch, and 
Thompson voted no.     
 
Discussion ensued with concern that the fall break dates not aligning with the IV-A-3.8 
Holidays policy, and the final schedule week not covering hybrid/evening classes.  The 
Holidays policy is in progress for updates due to specific dates listed that vary each year.  
Wallace stated that the final schedule would be updated for the spring by adjusting the 
times.    
 
Nilges called for a vote for the first motion, Thompson moved to approve the 2026-27 and 
2027-28 academic calendars, Spillman seconded, the motion carried 4-2; Curry and Nilges 
voted no.      

 
Work Nilges asked for dates to schedule a work session with Allen Trustees and Heather Morgan,  
Session Executive Director of KCCA.  Karen Gillespie, Director of HR, will reach out to Morgan with 

dates for January 21 or 22 after 4:00 PM and get back with the board after finalizing the 
date and time.    

 
President’s The president’s evaluation questionnaire will be submitted to the HR department for  
Evaluation   formatting and sent out to community members for a two-week timeframe.      
 
New  Dr. Wheeler presented the new short-term CDL program, which is modeled after  
Program Hutchinson CC CDL program.  A grant proposal to expand and purchase equipment was sent 

earlier this month.  Two instructors will be hired to handle the instruction and coordinate 
portions of the program.  Budget information and letters of support were shared.  Corey 
Schinstock moved to approve the new CDL program as presented.  Seconded by Vicki Curry, 
motion carried 5-1; Jenny Spillman voted no.         

 
New  Karen Gillespie, Director of HR, presented justification for the new Music Instructor  
Position position.  The position will be in next year's budget.  The approval will help move forward 

with spring recruitment and offering scholarships.  Corey Schinstock moved to approve the 
new music instructor position for hire in 2026-27.  Seconded by Jessica Thompson, motion 
carried 5-1; Jenny Spillman voted no.   

 
Old Business  
HR Policies Gillespie presented human resource policies for approval.  David Cunningham, KBAA 

attorney, reviewed the policies with suggested updates.  Explanation of changes made are 
included with each policy.  The 7.40 Conflict of Interest policy was tabled until the Dating 



and Relationship policy is submitted.  It was requested to add the adoption date when it 
goes into effect.  Corey Schinstock moved to approve BP 7.23, 7.31, 7.32, 7.36, 7.41, 7.60, 
7.61, and 7.70 effective January 1, 2026.  Seconded by Jenny Spillman, motion carried 6-0.       

 
Two-Pipe Gleason presented the recommendation to proceed with Architect One and Simpson     
System Construction to begin the process of expediting the two-pipe system over three summers 

starting May 2027 for a cost of $500,000 for the preconstruction for the design and bid.  
The total construction cost is eight million over a 3-year contract.  

  
Jessica Thomson moved to approve moving forward with a contract with Architect 
One/Simpson Construction to begin the construction process for the two-pipe system, not 
exceeding $500,000 from cash reserves.  Seconded by Gena Clounch, motion carried 6-0. 

  
Executive At 9:37 PM, Jessica Thompson moved to enter executive session for the purpose of   
Session discussing employer-employee negotiations, whether or not in consultation with the 

representative or representatives for the public body or agency for 10 minutes to 
include the board, Dr. Leffler, President, Dr. Wheeler, VP for Academic Affairs, and Melanie 
Wallace, Dean for Academic Affairs.  Seconded by Vicki Curry, motion carried 6-0.  

 
Open At 9:47 PM, Gena Clounch moved to approve the Remote Work Policy for Faculty and Staff.  
Session Seconded by Jessica Thompson, motion carried 6-0. 
  
 Jessica Thompson moved to approve the Low Enrollment Policy.  Seconded by Corey 

Schinstock, motion carried 6-0. 
 
Executive At 9:50 PM, Gena Clounch moved to enter executive session for the purpose of discussing  
Session personnel matters for non-elected personnel for 10 minutes to include the board, 
 Dr. Leffler, Dr. Wheeler, and Karen Gillespie, Director of HR.  Seconded by Jenny 

Spillman, motion carried 6-0.  
 
Open  At 10:00 PM Jessica Thompson moved to approve new hires: Dr. Linda Sterling, Psychology  
Session Instructor; Amelea Jones, Agriculture Instructor; Roni Smith, MSN, Allied Health Instructor; 

all with a start date of January 8, 2026.  Seconded by Vicki Curry, motion carried 6-0. 
  
 Vicki Curry moved to approve the resignations of Philip Pfeifer, Assistant Baseball Coach 

(effective December 1, 2025); Michael Rasmussen, Custodial & Maintenance and Peyton 
Thompson, Custodial & Maintenance (both effective January 16, 2026).  Seconded by Jenny 
Spellman, motion carried 6-0. 

 
 Jessica Thompson moved to approve the transfer of Vince DeGrado, Head Tack Coach to 

Director of Advancement with a start date of January 1, 2026.  Seconded by Vicki Curry, 
motion carried 5-1, Corey Schinstock voted no.   

 
Executive At 10:05 PM, Jessica Thompson moved to enter executive session to discuss data relating to  
Session financial affairs or trade secrets of corporations, partnerships, trusts, and individual 

proprietorships for 15 minutes to include the board, Dr. Leffler, and Dr. Wheeler.  Seconded 
by Vicki Curry, motion carried 6-0. 
 



At 10:20 PM, returned to open session, no action taken.  
  
Adjournment At 10:20 PM, Gena Clounch moved to adjourn the meeting.  Seconded by Vicki Curry, 

motion carried 6-0.   
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Quality Education in a Caring Atmosphere.  

01 
PRESIDENT’S  
REPORT 
 
President – Dr. Lyvier Leffler    
Meeting/Engagement Dates:  

o December 1st  – Fred Gardner, Representative 9th District 
o December 1st – Management Council Meeting 
o December 3rd – Legislative Luncheon – Neosho CC 
o December 4th-5th – KACC Meeting Garden City CC 
o December 12th – Allen CC Christmas Party – Employees, Retirees, and 

BOT Members 
o December 12th – Partnership Meeting with Stacey Fager USD 257 

• Apprenticeship Grant Award – Allen Community College has been 
awarded $58,351.30 through the Kansas Department of Commerce’s Registered 
Apprenticeship Grant Project to support workforce training and the expansion of 
apprenticeship opportunities. A Memorandum of Understanding was executed 
on December 1, 2025, and the College will have one year from the date of 
execution to complete all grant activities. Thank you Sonia Gugnani for your 
work on making this grant come to fruition. 
 

Director of Institutional Effectiveness and Research - Jacob Reichard 
• The Follow-Up Report for KBOR is now open. This report is utilized to track the 

status of students in CTE programs. For each student, we will report on their 
current educational or workforce status if we are able along with their wage 
information. I am working with Kelly Baker and the CTE instructors to gather the 
data. The report will be due February 20th. 

• We continued to have multiple Jenzabar One training sessions throughout the 
month. Currently we are working through our process validations before our 
go-live date. 

• Student Course Evaluations have been completed and will be distributed to 
interested instructors as requested.  

Upcoming Conferences, Events, and Reports 
• IPEDS winter collection is open and will close at the beginning of February. 
• IPEDS spring collection is open and will close at the beginning of April. 

Director of Advancement – Vince DeGrado 
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• No new updates at this time.  
 
Director of Human Resources – Karen Gillespie 
HR Projects:   

• Allen Community College has been named a 2025 Best in Class Employer by 
Gallagher, a global insurance brokerage, risk management, and consulting firm.  
The recognition is based on ACC’s responses to Gallagher’s annual Benefits, 
Strategy, and Benchmarking Survey which elevates organizations on strategic 
benefits planning, employee engagement, and overall workplace excellence.  
The designation places ACC among top performing employers nationwide for its 
commitment to employee wellbeing and innovative benefits strategy.  We 
received a plaque on December 16th from Gallagher representative Andrea 
Taylor.  Attached is the Best-in-Class Benchmarking Analysis report for your 
reference.     

• HR will provide a detailed update on the Employee Perception Survey results at 
the Board Meeting.  Presentation will be available for board review, which will 
include action steps.  We held our Snack Party on December 9th  (for achieving 
80% participation) and played bingo during that time.  It was a full house and fun 
event for all participating.  We also sent something fun for our five remote 
employees so they could enjoy a snack party as well.      

• Working on setting up 30 Minute Leadership / Employee Educations to start in 
2026.  Looking at the following topics to list a few:  Emotional Intelligence, 
Crucial Conversations Principles, Generations in the Workplace, Workplace 
Appreciation Languages, Cybersecurity, Employee Coaching Best Practice, and 
How to Report. 

• The eight Personnel / Human Resources policies approved at the last board 
meeting were updated on the Board Book to be effective January 1, 2026.   

• We will hold New Employee Orientation on January 12, 2026. We have 13 new 
hires on the schedule to attend.   

• I worked with designated board members and Jacob Reichard on the 
President’s evaluation process which will be rolled out in January 2026.   

• Human Resources has been working on Soft Docs transition.   
• Since the last board meeting ACC has filled the Sports Information Director 

position.  We are still in process for the Student Success Advisor and Dean for 
Academic Affairs.    We are collecting applications for Evening Custodian, 
Assistant Baseball Coach and Head Volleyball Coach positions. We will recruit in 
2026 for the following positions:  Psychology Instructor, Computer Science 
Instructor, Livestock Judging Coach, and Assistant Volleyball Coach positions. 
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Director of Public Relations & Marketing – Brad Henderson 
• No new updates at this time.  

 

02 
ACADEMIC AFFAIRS  
REPORT 
 
Vice President for Academic Affairs – Dr. Kara Wheeler 
Academic Affairs 

• J1: Attended Advanced Registration and Advising Trainings. 
• Our core team had our first 2 calls with Coursedog on implementation of the 

modules curriculum management and academic scheduling. Starting in January, 
we will meet weekly for this project. 

• Met with faculty in the Theatre Building to review their technology needs and 
have put together a plan to address those needs hopefully in the spring 
semester. Working with Matthew and IT to plan for a large audit of all 
instructional technology on campus to address both student and faculty 
concerns. 

• Working with Cabinet on the in-service agenda for January that will focus on 
spring semester goals, our Qualitative Initiative, and our Strategic Plan. Patrick 
Matarazzo is planning to have the jazz band perform as the welcome. 

• Continuing to work with Sonia on an EDA grant for potential CTE expansion. 
KBOR: 

• All CAO’s have agreed on test scores for high school students to be able to get 
into Excel in CTE courses (examples, ACT, Accuplacer, H.S. GPA, ect.). These 
scores were shared with Heather Morgan and KBOR to look at implementation 
for Fall 2026. This is one of multiple measures being recommended to limit the 
Excel in CTE over-expenditure of funds. 

• Jenn Bonds-Racke will be the new VPAA at KBOR when Rusty retires in 
January. She is already working there, so it should be an easy transition.  

Faculty Senate (Anne Marie Foley): 
• No new updates at this time.  

Faculty and Classes (Melanie Wallace):  
• Faculty return on January 8th for the spring semester. 
• Orientation for new faculty will take place on January 12th.  We have 4 new 

faculty beginning this spring.  All new faculty are assigned to mentor 
committees for their first 3 years with the college. 
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• Classes begin on January 20th for the spring semester. 
• I plan to travel to Topeka once a month during the spring semester to meet with 

our faculty in the northern tier.   
• I will hold Dean Office Hours at least twice during the spring semester to allow 

faculty to come together to talk with me about any ideas or concerns they have.  
I did this twice in the fall semester and had several faculty attend each one to 
have discussions about various topics. 

• I will continue to monitor the class schedule until the start of classes and add 
sections of classes where needed. 

Early Childhood Education (Beth Toland) 
• Enrolling, wrapping up the semester, and onboarding new students associated 

with the apprenticeship have consumed my work that last month.  
• We have our largest enrollment to date in ECE classes despite having several 

graduates and certificate completers at semester. We are streamlining the 
reporting of certificate completers with the online application that the students 
complete so hopefully this is assisting us in identifying all completers quicker!  

• The Child Care Zone work is providing Allen the opportunity to develop a series 
of trainings focused on workplace communication and interpersonal 
communication. This is also being supported in an Early Childhood Block Grant 
application written by The Center in Pittsburg serving 6 counties of Allen, 
Bourbon, Cherokee, Crawford, Labette, and Neosho. Christa Zeigler will develop 
and implement the 45 hours of training that are aligned with the learning 
outcomes for COM211 Interpersonal Communications. 

• We are running an ad campaign right now (I think it has started) to promote the 
Foundations in ECE Certificate.  

• Allen is now approved to receive scholarship dollars from a program in New 
York where child care teachers are required to obtain a certificate or the CDA. 
We hope that this will be one of several factors to boost enrollment in the 
Spanish classes in ECE.  

• I met with Sheldon Head Start in Topeka to discuss Allen’s Foundations in ECE 
Certificate as an alternative to the CDA for assistant teachers as well as how 
we can assist their teachers and assistants to complete an associate degree. 

Online Learning (Jerald Johnson): 
• Online Learning created course sections for incomplete grades and are finishing 

up course copies for the SP26 semester. The goal is to be 100% completed with 
copies before Christmas break. We have a couple of classes left to wrap up 
FA25 designs. The team has also been learning the Softdocs program and how 
to create forms.  

Concurrent/Dual Credit (Lauren Moots): 
• No new updates at this time.  
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CTE & Apprenticeships (Kelly Baker): 
• Perkins:  

o Working to finalize the Perkins Comprehensive Local Needs Assessment. 
Co-Chairs will meet again in January to put the finishing touches on the 
report and get it submitted by February 2nd. 

• Apprenticeships:   
o Allen CC has been awarded $58,351 via the Kansas Department of 

Commerce’s Registered Apprenticeship Grant project. This grant will 
support expansion of the apprenticeship program and workforce training 
opportunities.  

o Additional employer partners and apprentices have signed on to 
complete the Child Care Development Specialist apprenticeship.  
 Pittsburg Community Child Care Learning Center – 1 apprentice 
 The Family Resource Center, Pittsburg – 8 apprentices 

• Other Items: 
o 12/2: Randy Misenhelter and I met with USD 257 (Stacey Fager, Aaron 

Cole, Dana Daugherthy, Tony Leavitt, John Wilson, Dan Willis) at the Rural 
Regional Technical Center in LaHarpe. We toured an available space as 
an option for relocating the Machining & Manufacturing program. We are 
seeking a neutral location as other manufacturing entities have 
expressed displeasure with our program being housed inside their 
competitor’s facility. These entities have indicated that they would send 
their employees to our program if it were housed elsewhere. No 
decisions or agreements were made. This was purely an exploratory 
visit.  

o 12/4: Attended a meeting hosted by Thrive Allen County and KU: 
Community discussion focused on the Allen County workforce and 
businesses, held at PrairieLand Partners. Thoughtful discussion was had 
regarding ways to improve & strengthen our local workforce and attract 
new people.  

o 12/8-12/12: Leslie Weir, Angie Clemmer, and I attended the ACTE Vision 
2025 Conference in Nashville, TN. We toured the Tennessee College of 
Applied Technology, attended many educational sessions, and have some 
ideas for new events and opportunities to explore.  

o 12/18: Attended meeting facilitated by Economic Developer, Camille Lavon. 
Flagship meeting of the Allen County Workforce Coalition. Others in 
attendance included representatives from Kansas WorkforceOne 
(formerly KansasWorks), USD 257, Southwind Extension District, and Iola 
Public Library/SEK Library Systems. We will be looking at options for 
strengthening the workforce and local economy in creative ways. 
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Academic Support (Virginia): 
• No new updates at this time 

Upcoming Events:  
• All Faculty/Staff In-service: January 13th 
• First day of classes: January 20th 

 

03 
STUDENT SERVICES 
REPORT 
 
Vice President for Student Affairs – Cami Keitel 
 
Spring Registration data as of Jan 5, 2026:  
 
 
 
 
 
 
 
 
 
 
Update: 

• Alarms installed on Fire Escape doors on Horton and Masterson as added 
security and elimination of door propping. 

• Committee working with Hormigas to establish plan for Summer 2026. 
Admissions and Advising:  

• Prior to break, we worked with Bobbie on the 41 students being placed on 
academic probation. Alex worked to contact students and adjust their schedules 
to the limited 13 credit hours. There are a handful of students in 5 credit hours 
courses (Math, English, or Science) that Bobbie and I will review to determine if 
they may actually be okay to take 14 credit hours. 

• We have continued to work to contact students that have applied for housing to 
ensure that they get enrollment completed. As 1/5 there are 19 who are not yet 
enrolled. 2 of these have confirmed they are not coming; 8 have holds either for 
an unpaid balance or residence hall fine; 2 new international students likely 
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won’t make it due to visa appointment date or unpaid deposit; communications 
have been sent to the remaining students inquiring about returning to Allen and 
getting enrolled.  

• Dropout Detective was monitored over the break by Nikki. 1 alert was issued 
during that time to a few students. Nikki did correspond with those students and 
included coaches for those that are athletes.  

• We will continue enrollment efforts including working with Financial Aid to 
obtain a report of students who have been awarded aid for the spring, but are 
not yet enrolled.  

• We will be interviewing candidates for the Student Success Advisor position this 
week. We do have a good group of candidates that could potentially fill the open 
roles in Admissions/Advising.  

• J-1 process validations were completed before break and training will continue. 
We will be working with the Registrar to establish a plan for adding or dropping 
students during the blackout period.  

• Of the 47 international applicants for spring, 17 are enrolled. 
Financial Aid 

• HEA Title IV programs Recertification is still in review status. 
• For 25/26, as of 1/5/65 - 2,116 ISIR’s have been received, 1,522 are unduplicated. 
• For 26/27, as of 1/5/26 - 582 ISIR’s have been received, 516 are unduplicated.   
• J1’s dark period begins February 19.  Due to the timing, Spring aid disbursement 

was required to be moved from February 27th to February 18th. 
• Completed J1 Validation, continuing to review J1 to be prepared for Go-Live. 
• Continuing to award federal aid and scholarships for Spring semester as well 

as adjusting aid to reflect their current enrollment. 
• Supplied advising a list of students that have aid & or institutional scholarships 

but not enrolled to allow them to reach out to identified students. 
• SAP process for aid and scholarships was run before the winter break, students 

that were placed on suspension were promptly notified and aid removed, 
allowing them to submit SAP appeals for federal aid by deadline or to prepare 
for alternate payment methods. 

Student Life 
• We have 18 new applications for Spring 2026. A total of 46 students left at 

semester, and current Housing numbers are at 269.  
• 21 students remained in the Residence Halls over Winter Break.  
• Meal service ended December 12 and resumed January 5 for early athletes and 

students who were staying on campus during break.  
• Process validations are done for the Student Life module in J1.  
• Housing Applications will not go live until we are live in J1.  
• Student Life is currently working on this semester’s schedule.  
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• Homecoming is slated for the half time of the Men’s Basketball game on 
February 14. We had a total of 14 King candidates nominated and 16 Queen 
candidates nominated. Faculty will be voting until January 23 to narrow down to 
the Homecoming Court.  

• Inferno Week  
o In working with Student Senate, we are rebranding Homecoming into 

Inferno Week  
o Events will populate, as we get closer. We are currently planning for the 

second annual Blaze Challenge with 20 students and 5 employees 
competing in a hot wing challenge on Wednesday, February 11.  

• Student Senate  
o Once all of Student Senate is enrolled for the Spring semester, we will 

schedule our bi-monthly meetings to continue their work.  
o Student Senate will be hosting a campus safety walk during the Spring 

Semester, a date is TBD.  
o Student Senate leadership has finished a draft for Student Rights & 

Responsibilities.  
Registrar 

• Completing the 2025-2026 catalog approved by the SAA (State Approving 
Agency). This has been sent, just waiting for approval. Still waiting for approval.  

• Moving files from the “P” drive to Soft Docs. This will be an ongoing process.  
• Fall 2025 was the first semester for the revised Academic Probation and 

Suspension policy. 41 students were identified and informed of their status. 
Advisors are working with students to adjust schedules.  

• Completed Process Validation for J1. Continuing to look at the processes and 
how they will change in J1.  

• No students were removed from the Intersession classes due to non-
attendance.  

• Military Friendly Survey is due December 1. 
Athletics 

• Both Basketball teams, Cheer, and Track are back.  Softball and Baseball comes 
back on the 10th to start practicing for the spring season.  

• Hall of Fame weekend will be the weekend of Valentines day, induction will be 
between games on Feb. 14th.  

• Athletics has adopted 44 kids in town and shopped for them on Dec. 1st, we spent 
around 3300 dollars out of the 70 accounts.  

• The Annual Athletic Banquet will be on April 26th at 1pm in the Gym.  
• The Endowment board approved the use of the Bernie Blevins money for both 

the lights and scoreboard on the softball field.  
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• Athletes of the month for December were Clyde Davis Jr. Men's basketball and 
Emma Varennes Women’s Basketball.  The next booster club luncheon is on Jan. 
26th at noon at Rookies.  

• Cheer/Dance  
o Working on routines for national competition.  
o Are at all High Five Fridays and cheer at all home basketball games.  

• Men’s Basketball  
o Currently 9-6 and will start conference play.  
o Next home game Saturday Jan. 17th at 4pm against Labette.  

• Women’s Basketball  
o Currently are 8-4 and ranked number 16 in the nation.  
o Next home game is Jan. 17th at 2pm against Labette.  

• Indoor Track  
o No update, coach transition  

• Men’s Soccer, Women’s Soccer, and Volleyball are busy recruiting for next year 
and will be doing offseason training and workouts when athletes get back. 

 
January  
6 Women’s Basketball Crowder 6pm  
15  Residence Halls Reopen  
17  Women’s Basketball Labette 2pm  
17  Men’s Basketball Labette 4pm  
20  First Day of Classes  
24  Women’s Basketball Neosho 2pm  
24  Men’s Basketball Neosho 4pm  
21  Canvas Bag Craft Night  
  
February  
4  Women’s Basketball Highland 6pm  
4  Men’s Basketball Highland 6pm  
5-7 Cheer at NJCAA nationals  
7  Softball NEO 1pm double header  
7  Baseball Iowa Central 2pm  
7  Women’s Basketball 2pm KCK  
9-14 Inferno Week  
11  2nd Annual Blaze Challenge  
14  Homecoming  
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Quality Education in a Caring Atmosphere.  

04 
FINANCE AND OPERATIONS 
REPORT 
 
Vice President for Finance and Operations – Matthew Gleason 
 
Business Office – Alicia Sterling 

• Initiatives and projects currently in progress:  
The department is continuing with testing and validation processes with J1. 
Students are currently enrolling for the Spring term and setting up their 
payment arrangements. 

• Recent or upcoming events:  
There were no events to report for this period. 

• Accolades or recognitions for team members or departments:  
We are all continuing to work together on J1. 
 

Grant Administrator and Government Relations Officer - Sonia Gugnani 
• Grants: 

o Submitted Fund for the Improvement of Postsecondary Education – 
Special Projects (FIPSE-SP) Program Grant  for implementing the CDL 
training program on December 2. 

o Submitted Frontier Farm Credit grant for the Red Devils Pantry. 
o Received the Kansas Department of Commerce Apprenticeship grant.   
o Identified several other grants and sent them to the respective 

individuals. 
o Met with Mark Werthmann, EDA Representative to discuss the possibility 

of applying for the EDA grant. 
 Sent the preliminary proposal to Mark. 
 Gathering information on programs, business partners, and 

construction costs to send to Mark. 
• Meetings:   

o Attend weekly president's meeting. 
o Attended the legislative lunch with Dr. Leffler at Neosho County 

Community College. 
o Attended the Local Comprehensive Needs Assessment meeting. 
o Attended monthly BAASC meeting. 
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Director of IT – Doug Dunlap  
• Projects currently in progress: 

Jenzabar 1 migration  Data Validation work 
               Jenzabar 1 Data Conversion cleanup 
Working with Tandem Cybersecurity to assess our security standpoint for 
GLBA 
Upgrading employee computers from Windows 10 to Windows 11 
J1 Trainings 
JICS (portal) setup and work 
Learning the locations of J1 data so that we can effectively write reports 

• Recent or Upcoming events:  
Coursedog implementation  
GLBA evaluation  
SoftDocs expansion - building forms, workflows, and onboarding other 
departments  
New VPN Configuration – SSO and more secure 
Removal of unapproved or unsupported Software from devices 

 
Bookstore Manager – Austin Hendrix  

• No new updates at this time.  
 
Director Physical Plant and Operations – Ryan Sigg  

• Custodial Maintenance: 
o Our Custodial Maintenance Department has two staff members that will 

be resigning this month. We are in the process of replacing those 
positions.  

o The custodians are currently working on cleaning portions of the campus 
that need in depth attention with limited students present during the 
Holiday break. 

• Grounds Maintenance: 
o Our Grounds crew is prepared for the possibility of winter weather with 

snow removal and treatment.   
o They are also assisting the Maintenance department in painting and 

preparing classrooms and offices.   
o The Grounds crew has been organizing the new Facilities Building with 

pallet racking, shelving, etc.  
o We are in the process of preparing the parking areas around the 

Facilities Building for the parking of fleet vehicles and minibuses.  
• Automotive/Equipment Maintenance: 

o Our Automotive/Equipment Tech is maintaining the vehicle fleet and 
equipment with regular maintenance.   
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o We have continued to build the MicroMain software for preventative 
maintenance schedules.  

o He has also been involved in the discussion and implementation of the 
Maintenance Department transitioning into the vehicle fleet check in/out 
processes. 

• Maintenance Techs I & II: 
o Both of our Maintenance Techs continue with the service requests filed 

through MicroMain on a daily schedule.   
o Maintenance Tech II is diligently working with maintaining multiple HVAC 

systems that we have on campus. He is assisting with the guidance of 
any HVAC contractors that may be working on campus also.  

o Maintenance Tech I is dealing very well with our student housing service 
requests and overseeing many other duties that arrive during the day.   

• Maintenance Projects:  
o Design Mechanical is finalizing the #3 boiler installation. They are also in 

process of updating the cooling towers the keep our chillers in operating 
order during the summer months. The updates to the towers began on 
December 29th and will be finished with a little warmer weather for the 
sandblasting and sealing treatment of the basins.   

o Coryell Roofing has been on site to do a preconstruction walk though and 
follow up discussions for the roofing project on the main building. 
Roofing materials should be arriving on site in the next few weeks.  

o Allen’s maintenance team has been making great progress with all the 
changes, and I want to express how much I appreciate their efforts and 
hard work to make this department move forward and continue to make 
Allen better.   

o Thank you to all of Allen Board of Trustees for your support and 
dedication!  

 









IDENTIFYING MIDSIZE BEST-IN-CLASS EMPLOYERS

Choose questions that are relevant to this group. 
Score the responses and then total those scores. 

1,4263 midsize employers responded 
to the entire set of questions.

Select survey 
questions and 
score responses

Identify the 
profile group

Determine 
attributes

Establish evaluation criteria for the best in class.

Identify the attributes that separate the  
Best-in-Class employers from all other midsize 
survey participants by analyzing response data for 
questions on strategy, programs and outcomes.

2

5

1

4

Analyze  
data

Run a quartile 
analysis

Analyze data from Gallagher’s 2025 US Benets 
Strategy & Benchmarking Survey.

Divide the total scores for the Best-in-Class group 
into quarters — or quartiles — according to their 
values and assign each employer to a quartile.  
The top quartile includes the highest-scoring, 
Best-in-Class employers (30%).

Methodology Best-in-Class Prole Criteria
The following measures were used in calculating quartile placement:Gallagher followed a ve-step process to identify and characterize midsize Best-in-Class employers:
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421 employers
The highest possible total score was 22 points. Scoring at least 13 points, 

qualied for the top quartile as 

Best in Class.

Planning horizons for benets 
and compensation strategies

Dierence in healthcare 
costs over the prior year

Completion of 
a workforce 
engagement survey

Degree of 
retirement planning 
support provided

Extent of the 
wellbeing strategy

Turnover rate 
for FTEs



1 2 3 4 5

28%

33%

The Best in Class foster engagement 
with formal strategies that emphasize 
career mobility and development. 
By focusing on leadership training, 
performance feedback and peer-
to-peer recognition, they advance 
employee growth and strengthen 
organizational attachment.

Best-in-Class employers self-insure  
their medical plans to gain 
exibility, control costs and tailor 
benets to their workforce’s unique 
needs. Managing claims directly 
enables them to invest in programs 
that improve employee health 
outcomes and quickly adapt to 
evolving trends.

Aligning I&D strategies with 
core values and embedding 
those standards throughout the
organization sets top performers 
apart. They integrate I&D into 
areas like talent analytics and 
engagement and leadership 
accountability — demonstrating 
their commitment to inclusion.

Leading employers oer retirement 
benets with a variety of plan options 
and exible eligibility to support 
nancial wellbeing at every career 
stage. They enhance participation 
through auto-enrollment and auto-
escalation, making it easy to start saving 
and grow contributions over time.

Have a self-insured medical plan Have a strategy for improving 
employee engagement

Other Midsize Employers: 38%
Other Midsize Employers: 56%

1 in 2

A larger portion of total 
compensation is allocated to 
employer-paid benets by the 
Best in Class compared to their 
same-sized peers. This increased 
investment highlights their 
dedication to employee  
wellbeing and reinforces their 
overall value proposition.

Best in Class

Best in Class

Best in Class

Best in Class

Best in Class

Other Midsize Employers

Other Midsize Employers

Other Midsize Employers

Other Midsize Employers

Other Midsize Employers

Investing more in 
employer-paid benets

Maximizing exibility and 
control by self-insuring

Embedding I&D throughout 
the organization

Fostering engagement 
with career mobility and 
development 

Providing robust retirement 
benets to support 
nancial wellbeing 

Allocate 30% or More of Total 
Compensation to Benets

Areas with Integrated I&D Standards Methods Used to Enhance 
Retirement Plan Participation

54%
68%

48%
39%

38%
55%

36%
29%

Talent analytics and engagement

Auto-enrollment

Leadership accountability

Auto-escalation

3 in 4
More than 

AMONG MIDSIZE  
BEST-IN-CLASS EMPLOYERS
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Benets 

Best-in-Class employers are reshaping 

workforce investment by placing innovation 

and employee wellbeing at the center of 

their operational and HR strategies. Rather 

than focusing solely on prot margins or 

safety, these organizations are emphasizing 

initiatives that enhance health, connectivity 

and holistic support for employees — 

particularly those working remotely. This 

shift highlights a broader understanding 

that employee experience is a strategic lever 

for both recruitment and retention, and that 

prioritizing wellbeing is essential for long-

term success.

A key trait of the Best in Class is their choice to allocate a 

larger share of total compensation to benets, reecting 

their focus on employee wellbeing. Over the past two 

years, many organizations have either maintained or 

increased their investment in benets. This ongoing 

emphasis is evident in the expansion of wellbeing 

initiatives and their eligibility becoming more inclusive — 

extending to employees not enrolled in health plans as 

well as to spouses.

Healthcare benets and cost management are integral 

to the strategies of these leading employers. They’re 

more likely to oer comprehensive medical, dental and 

pharmacy benets; adopt self-insurance for greater 

exibility; and contribute to health savings accounts 

(HSAs) to help employees manage out-of-pocket 

expenses. Their inclusive policies extend to coverage 

for part-time employees and retirees, shorter waiting 

periods for new hires, and a broader range of plan options. 

Proactive cost-control measures, such as telemedicine, 

wellbeing incentives and mental health programs, reect a 

holistic and innovative approach to managing healthcare 

expenses while supporting employee health.

Understanding the importance of work-life balance 

and nancial wellbeing, Best-in-Class employers oer 

comprehensive leave policies, exible paid time o (PTO) 

and a wide range of voluntary benets to meet the diverse 

needs of their workforce. From physical and emotional 

wellbeing programs to caregiver support and inclusive 

holiday policies, these organizations strive to create an 

environment where employees feel valued, supported and 

empowered to thrive both personally and professionally.

Evolving and investing to meet employee expectations

Top-performing organizations are increasingly prioritizing 

innovation and employee wellbeing, embedding these 

elements into their operational and HR strategies. 

Compared to their peers, Best-in-Class employers are 

more focused on initiatives that promote health, wellbeing 

and connectivity among remote employees. In contrast, 

other midsize employers often concentrate on maintaining 

prot margins and ensuring workplace safety.
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BENEFITS 

Top Organizational Priorities

Operations Best in Class Other Midsize Employers

Increasing innovation 22% 13%

Improving employee health and wellbeing 15% 10%

Maintaining prot margins 14% .. 24%

Ensuring employee safety 9% .. 14%

Marks a Best-in-Class response that is lower compared to other midsize employers.

When it comes to employer-paid benets, the Best in Class 

allocate a larger share of total compensation to benets 

than their peers. This higher allocation reects a deliberate 

commitment to employee wellbeing and reinforces their 

value proposition. 

Over the past two years, most organizations in both groups 

have experienced stable or rising benet costs, with only a 

small fraction reporting decreases. This trend underscores 

the sustained importance of investing in employee 

benets, even amid shifting economic conditions.

HR Best in Class Other Midsize Employers

Improving employee health and wellbeing 26% 18%

Ensuring employee safety 7% .. 12%

Keeping remote employees connected 5% 2%

Cost of Employer-Paid Benets

As a percentage of total compensation  
and benets Best in Class Other Midsize Employers

Less than 10% 8% .. 17%

10%–19.9% 28% 28%

20%–29.9% 31% 26%

30%–39.9% 22% 14%

40%–49.9% 5% 5%

50% or more 6% .. 9%

Change over the last two years  
(since 2023) Best in Class Other Midsize Employers

Increased 41% .. 42%

Stayed about the same 41% 38%

Decreased 5% 2%

Don’t know 13% .. 18%

Marks a Best-in-Class response that is lower compared to other midsize employers.
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In 2025, leading employers are leveraging enhanced 

wellbeing initiatives as a strategic tool to attract and retain 

talent in an increasingly competitive labor market. Their 

dedication to providing meaningful resources — rather 

than minimal or symbolic oerings — is evident in their 

higher spending on these programs.

Common incentives include cash rewards, employee 

recognition and contributions to health accounts, all 

aimed at boosting participation in wellbeing initiatives. 

Notably, Best-in-Class employers adopt a more inclusive 

approach, extending eligibility for wellbeing programs to 

employees not enrolled in the health plan and to spouses.

Investment in Employee Wellbeing

Investment in Employee Wellbeing (Cont.)

Total rewards enhanced to support recruitment 
and retention Best in Class Other Midsize Employers

Wellbeing initiatives 44% 29%

Cost of wellbeing initiatives per employee per 
year (all forms) Best in Class Other Midsize Employers

Less than $100 15% .. 29%

$100–$249 22% 20%

$250–$399 12% 8%

$400–$549 7% 5%

$550 or more 27% 18%

Don’t know 16% .. 20%

Marks a Best-in-Class response that is lower compared to other midsize employers.

Cost of wellbeing initiatives per employee per 
year (excluding incentives and carrier funds) Best in Class Other Midsize Employers

Less than $100 28% .. 38%

$100–$249 24% 21%

$250–$399 10% 9%

$400–$549 5% 4%

$550 or more 16% 9%

Don’t know 17% .. 19%

Incentives used to increase wellbeing  
program participation Best in Class Other Midsize Employers

Cash or gift rewards 60% 45%

Employee recognition 48% 37%

Contribution to an HRA, HSA or FSA 31% 21%

Charitable contributions 12% 8%

Don’t use incentives 15% .. 26%

Marks a Best-in-Class response that is lower compared to other midsize employers.

BENEFITS 
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BENEFITS 

Eligible Participants in Wellbeing Initiatives

Best in Class Other Midsize Employers

Employees not on the health plan 84% 78%

Spouses  53% 43%

Looking ahead, a signicant portion of Best-in-Class

organizations plan to introduce new wellbeing strategies 

within the next two years, far outpacing their peers. These 

top performers have achieved higher participation rates 

in their wellbeing programs, with fewer employees in 

the lowest usage brackets. However, challenges remain, 

including opportunities to further increase participation, 

address geographic diversity and eectively communicate 

the value of these initiatives.

Best-in-Class employers also demonstrate a stronger 

commitment to evaluating the impact of their wellbeing 

initiatives. They regularly assess eectiveness using diverse 

methods such as employee engagement surveys, claims 

data analysis and tracking preventive care activities. By 

leveraging multiple metrics, they can identify trends, 

address gaps and rene their programs to better support

employee health and satisfaction. This data-driven 

approach not only informs strategic decisions but also 

helps ensure that wellbeing investments deliver meaningful 

results for both employees and the organization.

Plan to Add a Wellbeing Strategy Within the 
Next Two Years (by 2027)

Best in Class73%

Other Midsize Employers47%

Participation and Challenges of Wellbeing Initiatives

Percentage of eligible employees who 
participate in one or more wellbeing initiatives Best in Class Other Midsize Employers

Less than 20% 17% .. 30%

20%–39% 20% .. 25%

40%–59% 23% 23%

60%–79% 21% 13%

80% or more 19% 8%

Top challenges related to wellbeing initiatives Best in Class Other Midsize Employers

Participation   67% .. 76%

Geography and/or multiple locations   35% 26%

Communication    23% 18%

ROI or productivity measurement    20% 14%

Remote workforce  20% 12%

Turnover   7% .. 11%

Buy-in at the executive level   6% .. 11%

Marks a Best-in-Class response that is lower compared to other midsize employers.

92025 WORKFORCE TRENDS REPORT SERIES |  BEST-IN-CLASS BENCHMARKING ANALYSIS GALLAGHER |  AJG.COM



BENEFITS 

Measures Used to Evaluate the Eectiveness of Wellbeing Initiatives

Best in Class Other Midsize Employers

Program participation 77% 57%

Employee engagement survey 57% 37%

Financial (claims data) 42% 25%

Preventive care 36% 21%

Healthcare utilization  35% 20%

Health risk assessment   28% 16%

Biometrics 27% 17%

Chronic condition management  15% 8%

Lost productivity  6% 3%

Don’t evaluate eectiveness 12% .. 26%

Marks a Best-in-Class response that is lower compared to other midsize employers.

In addition to their focus on wellbeing, Best-in-Class 

employers lead in HR technology strategy and investment. 

They’re more likely to have a comprehensive HR technology 

strategy aligned with organizational goals. Their 

investments in HR technology are driven by the need to 

comply with regulations, support people strategies, and 

meet the expectations of both employees and leadership. 

This alignment between technology and talent priorities 

highlights their broader use of digital tools not just for 

operational eciency, but also as a lever for enhancing the 

employee experience and organizational performance.

To maximize the value of these investments, leading 

employers adopt a disciplined approach to managing and 

optimizing HR technology. They regularly evaluate their 

current solutions, stay informed about market trends and 

maintain formal processes for monitoring software updates. 

Additionally, they’re more likely to establish internal 

governance structures, such as committees and vendor 

management protocols. These practices reect a proactive 

and strategic mindset, treating HR technology as a dynamic 

asset that requires continuous oversight and alignment with 

evolving business and workforce needs.

HR Technology

Strategic approach to HR technology Best in Class Other Midsize Employers

Have a comprehensive strategy aligned with 

organizational strategies
25% 15%

Have a strategy that supports the  

people strategy
36% 28%

Have some strategies 29% .. 40%

Don’t have a strategy 10% .. 18%

Top reasons for investing in HR technology Best in Class Other Midsize Employers

Comply with regulations 62% 56%

Support the organization’s people strategy 61% 46%

Meet employee expectations 59% 47%

Manage and invest in employees  

more strategically
50% 38%

Meet leadership expectations 48% 41%

Increase employee productivity 42% 35%

Integrate all benet oerings 42% 32%

Improve organizational wellbeing 39% 29%

Gain a competitive advantage in attracting and 

retaining talent
38% 29%

Marks a Best-in-Class response that is lower compared to other midsize employers.

The Best in Class use digital tools 

not just for operational eciency, 

but also as a lever for enhancing 

the employee experience and 

organizational performance.
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Actions Taken to Optimize HR Technology Investments Total Rewards Enhanced to Support Recruitment and Retention

Best in Class Other Midsize Employers

Regularly evaluate the ability of HR technology 

solutions to meet current needs
71% 62%

Stay current on HR technology market trends 63% 45%

Formally govern HR technology  

vendor relationships
25% 15%

Conduct periodic reviews of HR technology by 

the internal governance committee
14% 8%

Apply a formal process to successfully 

complete and monitor software releases
14% 7%

Don’t currently have a process for optimization 13% .. 22%

Best in Class Other Midsize Employers

Medical benets 37% 30%

Dental benets 19% 13%

Pharmacy benets 18% 10%

Marks a Best-in-Class response that is lower compared to other midsize employers.

Leading employers are signicantly more inclined to  

adopt self-insurance for their primary medical plans. This 

funding model oers greater exibility and control over 

plan design and costs, enabling organizations to tailor 

benets to their workforce. While many employers have 

faced increases in health plan premiums during recent 

renewals, the impact has been less pronounced among the  

Best in Class. Furthermore, these top performers are more 

likely to contribute to HSAs, empowering employees to 

manage out-of-pocket expenses eectively.

Broader eligibility and coverage are dening characteristics 

of Best-in-Class employers. These organizations often extend 

employer-paid benets to part-time employees and retirees 

and are more likely to provide exible spending accounts 

(FSAs) and limited-purpose FSAs. This fosters inclusivity and 

supports a diverse workforce, including individuals who may 

not qualify for traditional full-time benets.

Have a Self-Insured Medical Plan

Best in Class

Other Midsize Employers

52%

38%

BENEFITS 

Designing medical and pharmacy plans that attract 
and endure

Healthcare benets are a cornerstone of a robust total 

rewards package, emphasizing the importance of designing 

oerings that are both attractive and sustainable.  

Best-in-Class organizations are more likely to enhance 

their medical, dental and pharmacy benets as part of 

their total rewards strategy. This approach goes beyond 

simply oering more options. It focuses on making these 

options competitive and responsive to employee needs, 

helping to ensure that benets align with the expectations 

and wellbeing of the workforce.
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Medical Plan Oerings and Cost Sharing

Employee cost-sharing increases implemented 
at the most recent renewal Best in Class Other Midsize Employers

Health plan premiums 52% .. 58%

Marks a Best-in-Class response that is lower compared to other midsize employers.

Employer contributes to the HSA Best in Class Other Midsize Employers

Yes 78% 67%

Factors that determine employee medical  
plan contributions Best in Class Other Midsize Employers

Wellbeing program participation 16% 9%

Job grade 2% .. 5%

Employer-paid coverages oered Best in Class Other Midsize Employers

Part-time employee coverage 31% 21%

Retiree coverage 17% 10%

Types of FSAs oered Best in Class Other Midsize Employers

Healthcare FSA 86% 76%

Limited-purpose FSA 53% 45%

Medical plan enrollment tends to be higher among

Best-in-Class employers, with a larger proportion of 

eligible employees participating. Popular plan types that 

set these organizations apart include preferred provider 

organization (PPO) or point of service (POS) plans, as well 

as consumer-directed health plans (CDHPs) paired with 

HSAs. These options strike a balance between oering 

choice and managing costs.

Additionally, leading employers often have shorter waiting 

periods for new hires to become eligible for medical 

coverage. This enhances their appeal to prospective 

employees and signals that they value their workforce.

Percentage of Eligible Employees Enrolled in Medical Plans

Best in Class Other Midsize Employers

Less than 40% 1% .. 6%

40%–49% 3% .. 5%

50%–59% 6% .. 9%

60%–69% 9% .. 15%

70%–79% 25% 21%

80%–89% 28% 25%

90%–99% 26% 17%

100% 1% 1%

Marks a Best-in-Class response that is lower compared to other midsize employers.

BENEFITS 
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Medical Plan Enrollment and Eligibility

Healthcare Cost Management

Medical plan with the highest enrollment Best in Class Other Midsize Employers

PPO/POS 52% .. 57%

CDHP with an HSA 33% 25%

Health maintenance organization 9% .. 11%

Exclusive provider organization 5% 5%

CDHP with a health reimbursement arrangement 2% 2%

Expected change in 2025 healthcare costs 
compared to 2024 Best in Class Other Midsize Employers

Signicantly higher 5% .. 10%

Somewhat higher 65% 59%

No dierence 16% 16%

Somewhat lower 8% 8%

Signicantly lower 1% 0%

Don’t know 4% .. 7%

Marks a Best-in-Class response that is lower compared to other midsize employers. Marks a Best-in-Class response that is lower compared to other midsize employers.

New hire waiting period for medical  
plan eligibility Best in Class Other Midsize Employers

No waiting period (eligible from date of hire) 21% 18%

30 days 10% 8%

First month following 30 days 32% 29%

60 days 1% .. 3%

First month following 60 days 10% .. 15%

90 days 2% .. 4%

Other 24% 21%

Managing healthcare costs remains a critical challenge 

due to rising medical expenses, specialty drug ination 

and limited transparency. However, achieving nancial 

sustainability, supporting employee wellbeing and making 

strategic workforce investments are essential. Employers 

must balance aordability with access, leveraging 

data-driven tools to optimize benets and maintain 

competitiveness. Best-in-Class employers are notably 

more successful in managing healthcare costs compared 

to their peers.

These leading organizations adopt a proactive and diversied 

approach to healthcare cost control. They’re signicantly 

more likely to implement a range of tactics, including 

wellbeing incentives, prescription drug plan redesigns, 

mental health programming and care coordination models. 

This holistic approach underscores their commitment to both 

preventive and structural measures that contain costs while 

supporting employee health.

Agree their 
organization 
eectively 
manages 
healthcare costs3 in 5

More than

Other Midsize 
Employers: 45%

Top challenges of healthcare cost management Best in Class Other Midsize Employers

High cost of specialty drugs 58% 45%

Lack of data-driven insights to help identify 

needed benet changes
14% .. 19%

BENEFITS 
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BENEFITS 

Healthcare Cost-Control Tactics Used in 2025

Best in Class Other Midsize Employers

Oer telemedicine   83% 70%

Provide wellbeing incentives   67% 41%

Provide employees with cost transparency tools   46% 26%

Provide employees with healthcare  

decision support   
39% 24%

Increase employee contribution to the cost  

of premiums  
38% .. 48%

Implement prescription drug plan design 

changes, including formulary exclusions, 

mandatory generics, etc.

33% 23%

Deploy enhanced mental and behavioral  

health programming
30% 15%

Perform claims audits 19% 12%

Perform eligibility audits   17% 13%

Apply a surcharge or exclusion for spouses with 

access to other coverage
17% 13%

Integrate health and disability  

management programs  
14% 7%

Actively deploy a care coordination or care 

navigation model
12% 8%

Oer second opinion services   10% 6%

Best-in-Class organizations are also pioneers in adopting 

value-based health management tactics, recognizing the 

long-term advantages of guiding employees toward high-

quality care. These tactics include reducing employee costs 

for prescription drugs treating chronic conditions, oering 

second-opinion programs and incentivizing the use of 

centers of excellence for specic procedures. While many 

employers have yet to fully embrace value-based strategies, 

the Best in Class are leading the way in improving outcomes 

and managing costs.

Marks a Best-in-Class response that is lower compared to other midsize employers.

Application of Value-Based Health Management Tactics 

Best in Class Other Midsize Employers

Reduce employee costs for prescription  

drugs to treat high-cost chronic conditions 

(e.g., diabetes)

24% 15%

Reduce employee costs for using designated 

centers of excellence for certain  

medical procedures

16% 11%

Oer second-opinion programs for employees 

diagnosed with certain conditions
13% 7%

Don’t implement value-based benet tactics 64% .. 77%

Marks a Best-in-Class response that is lower compared to other midsize employers.

While many employers have yet 

to fully embrace value-based 

strategies, the Best in Class are 

leading the way in improving 

outcomes and managing costs.
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Approach to Pharmacy Benets Coverage

Tactics Employed to Manage the Use and Costs of Specialty Drug Benets

Best in Class Other Midsize Employers

Part of the health plan 66% .. 72%

Carved out to a pharmacy benet manager 34% 27%

Marks a Best-in-Class response that is lower compared to other midsize employers.
Marks a Best-in-Class response that is lower compared to other midsize employers.

Best in Class Other Midsize Employers

Require pre-authorization 46% 32%

Use step-care therapy 33% 20%

Conduct pharmacy contract reviews  

and negotiations
31% 16%

Mandate the use of a specialty pharmacy for 

some or all specialty drugs   
24% 18%

Leverage patient assistance programs 24% 13%

Exclude certain specialty drug classes, such as 

gene therapy
12% 8%

Move drug coverage from the medical to the 

pharmacy benet
9% 4%

Use a specialty copay accumulator or copay 

adjustment program
7% 4%

Use a copay maximizer 4% 2%

Don’t know 21% .. 32%

BENEFITS 

Top-performing employers are also more assertive and 

strategic in managing pharmacy benets, particularly in 

controlling specialty drug costs. They’re more likely to 

carve out pharmacy benets to specialized managers and 

implement measures such as pre-authorization, step-care 

therapy and contract reviews. Additionally, patient assistance 

programs are frequently utilized by this group to help ensure 

access to essential medications.

Best in Class

Other Midsize Employers

Include Copays as a Cost-Sharing Mechanism 
of the Pharmacy Plan

85%

91%
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Components of Physical Wellbeing Initiatives

Best in Class Other Midsize Employers

Promotion of preventive care and age-

appropriate screenings
68% 52%

Gym subsidies or discounts   63% 51%

Tobacco cessation tools    62% 53%

Physical activity programs or virtual  

tness platforms   
55% 42%

Weight management programs   55% 41%

Health risk assessments    51% 37%

Healthy vending and/or healthy food options 47% 29%

Onsite tness center    40% 30%

Onsite or virtual health professional or coach  34% 23%

Disease management programs 29% 20%

Musculoskeletal programs 13% 8%

Empowering employees with holistic physical and 
emotional wellbeing solutions

Best-in-Class employers prioritize empowering employees 

through comprehensive physical and emotional wellbeing 

solutions. They take a proactive approach by oering a 

variety of physical wellbeing programs, such as promoting 

preventive care, providing gym subsidies and supporting 

tobacco cessation.  

BENEFITS 

Robust women’s health coverage further highlights how 

Best-in-Class employers address the diverse health needs 

of their workforce. They’re more likely to cover evaluations 

by reproductive endocrinologists or infertility specialists and 

provide travel or lodging support for voluntary pregnancy 

termination. This demonstrates their commitment to oering 

employees access to comprehensive care options.

Women’s Health Coverages

Types of infertility services or fertility 
treatments covered Best in Class Other Midsize Employers

Evaluation by a reproductive endocrinologist or 

infertility specialist
75% 63%

Plan covers travel and/or lodging for voluntary 
pregnancy termination Best in Class Other Midsize Employers

Yes 10% 5%

Robust women’s health  

coverage further highlights 

how Best-in-Class employers 

address the diverse health  

needs of their workforce.

Investments in virtual tness platforms, weight

management programs and health risk assessments 

help ensure employees have access to resources that 

encourage healthy lifestyles. Additionally, the availability 

of healthy food options and onsite tness centers 

highlights their focus on making wellness accessible in the 

workplace. This well-rounded approach emphasizes both 

prevention and accessibility, fostering a culture of health.
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Beyond physical and emotional health, the Best in Class 

provide additional support initiatives to enhance the 

employee experience. Company-sponsored gatherings, 

such as picnics and holiday parties, build a sense of 

community and belonging. Accommodations for nursing 

mothers, volunteer opportunities and regular wellbeing 

communications further enrich workplace culture. Wellness 

committees and champions play a vital role in sustaining 

health initiatives, while programs like matching charitable 

donations and oering donation opportunities encourage 

social responsibility and engagement.

Other Wellbeing or Employee Support Initiatives

Best in Class Other Midsize Employers

Company-sponsored gatherings  

(picnics, holiday parties, etc.)
89% 80%

Lactation or nursing mothers’ rooms  

or accommodations  
82% 73%

Volunteer opportunities 69% 53%

Employee wellbeing newsletter  

or communications
61% 51%

Wellness committee or wellness champions 57% 41%

Matching charity gift or donation program 32% 25%

Eldercare resources 20% 9%

Childcare resources  

(including emergency childcare)
15% 8%

Enhancing work-life balance through 
comprehensive leave strategies

Top-performing organizations enhance work-life balance 

through comprehensive leave strategies. They’re more likely  

to oer short-term disability (STD) insurance or salary 

continuation benets, providing nancial support to 

employees during periods of illness or injury. Beyond meeting 

federal, state and local requirements, the Best in Class expand 

paid leave to include personal leave, parental bonding, 

bereavement for pregnancy loss, volunteer leave, wellbeing 

or culture days, caregiver leave, and even sabbaticals. These 

options highlight their dedication to supporting employees 

through diverse life events and needs.

Types of Paid Leave Programs Oered Over and Above Federal, State and Local Mandates

Best in Class Other Midsize Employers

Personal 55% 46%

New child or parent bonding 45% 33%

Bereavement for pregnancy loss 36% 24%

Volunteer 33% 20%

Wellbeing or culture day 17% 9%

Caregiver 12% 8%

Sabbatical 9% 6%

Support for employees with caregiving responsibilities 

is also a hallmark of leading organizations. Resources for 

eldercare and childcare, including emergency childcare, are 

more commonly available, addressing the diverse needs 

of the workforce. These oerings help employees balance 

work and personal responsibilities, reducing stress and 

boosting overall satisfaction.

BENEFITS 

Oer paid 
STD insurance 
or salary 
continuation 
benets3 in 4

Nearly

Other Midsize 
Employers: 66%
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BENEFITS 

Allow Carryover of Unused Sick Leave

PTO

Best in Class Other Midsize Employers

No 26% .. 38%

Yes, limited 49% 44%

Yes, unlimited 21% 16%

Yes, extended illness bank only 3% 3%

Oer PTO to part-time employees Best in Class Other Midsize Employers

Yes 64% 55%

Marks a Best-in-Class response that is lower compared to other midsize employers.

PTO policies among Best-in-Class employers are notably 

inclusive, often extending PTO benets to part-time 

employees. Many also permit employees to carry over 

unused vacation or PTO days from year to year, and some 

even allow employees to donate unused PTO to colleagues 

who have exhausted their sick leave. These practices 

foster a culture of support and solidarity, helping to ensure 

employees can rely on one another during challenging times.

Allow carryover of vacation or PTO days Best in Class Other Midsize Employers

Yes 87% 82%

Allow employees to donate vacation or PTO to 
others whose sick leave is exhausted Best in Class Other Midsize Employers

Yes 37% 22%

Paid holidays oered Best in Class Other Midsize Employers

Martin Luther King Jr. Day 57% 45%

Juneteenth 42% 34%

Other 27% 17%

Additionally, the Best in Class oer more expansive paid 

holidays. They’re more likely to recognize holidays such 

as Martin Luther King Jr. Day and Juneteenth, reecting a 

strong commitment to I&D. Overall, these comprehensive 

leave strategies show that top-performing employers 

prioritize employee wellbeing, exibility and support 

throughout the employment journey.

The administration of leave programs is especially robust 

among these leading employers, with many opting 

to outsource Family and Medical Leave Act (FMLA) 

administration for greater eciency. When it comes to 

sick leave, these organizations tend to allow employees to 

carry over unused days, either with limitations or without 

restrictions. This exibility empowers employees to manage 

their time o eectively while providing added security for 

unexpected circumstances.

Outsource FMLA Administration

Best in Class24%

Other Midsize Employers19%
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Best in Class

Other Midsize Employers

78%

68%

Agree Voluntary Benets Are Important to a 
Comprehensive Financial Wellbeing Strategy

Top Reasons for Oering Voluntary Benets

Approach to Voluntary Benets
Best in Class Other Midsize Employers

Provide comprehensive benet packages 85% 71%

Fill gaps in coverage from the core benets 75% 62%

Retain existing employees 62% 53%

Oer nancial protection to employees 57% 46%

Attract new employees to the organization 57% 45%

Appeal to a diverse workforce 55% 47%

Increase participation in more  

cost-favorable plans 
15% 9%

Oer benets to a nontraditional workforce  

that typically doesn’t have access
12% 7%

Not applicable 1% .. 5%

Barriers to making voluntary benets a bigger 
part of the nancial wellbeing strategy Best in Class Other Midsize Employers

Too many existing oerings for employees 24% 18%

Leadership doesn’t support 2% .. 8%

Marks a Best-in-Class response that is lower compared to other midsize employers. Marks a Best-in-Class response that is lower compared to other midsize employers.

Expected approach to voluntary  
(employee-paid) benets by 2027 Best in Class Other Midsize Employers

Oer and plan to expand 42% 29%

Oer and don’t plan to expand 53% .. 62%

Don’t oer but plan to add 1% .. 3%

Don’t oer and don’t plan to add 3% .. 6%

BENEFITS 

Leveraging voluntary benets to support diverse 
workforce needs

Best-in-Class employers are leveraging voluntary benets 

to meet the diverse and evolving needs of their workforce. 

Viewed as a strategic tool, these benets enhance 

engagement and nancial wellbeing by oering employees 

greater choice and exibility. The motivations behind 

oering voluntary benets are multifaceted: employers 

aim to provide comprehensive benet packages, ll gaps 

left by core oerings, retain current employees, attract new 

talent, and cater to a workforce with varied backgrounds 

and requirements. Additionally, voluntary benets serve as 

a means of providing nancial protection and supporting 

employees who may lack access to traditional benets.

Leading organizations are expected to expand their voluntary 

benet oerings in the coming years, showcasing a forward-

thinking approach to employee support. While some will 

maintain their current oerings, many plan to broaden their 

scope to remain competitive and responsive to shifting 

workforce expectations. 

However, the complexities of existing benets can pose 

challenges to integration. Best-in-Class employers, supported 

by strong leadership, are better equipped to overcome these 

challenges and successfully adopt and expand voluntary 

benet programs.
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Voluntary Benets Oered 

Employee perks program (discounts) Best in Class Other Midsize Employers

Employer subsidized 42% 32%

100% employee paid 26% 20%

None 31% .. 48%

Employee purchase program (merchandise) Best in Class Other Midsize Employers

Employer subsidized 22% 13%

100% employee paid 21% 17%

None 57% .. 70%

Pretax dependent care reimbursement account   Best in Class Other Midsize Employers

Employer subsidized 8% 5%

100% employee paid 69% 59%

None 23% .. 36%

Accidental death and dismemberment   Best in Class Other Midsize Employers

Employer subsidized 70% 61%

100% employee paid 26% .. 31%

None 5% .. 7%

Legal plan   Best in Class Other Midsize Employers

Employer subsidized 16% 9%

100% employee paid 31% 26%

None 54% .. 64%

Identity theft protection Best in Class Other Midsize Employers

Employer subsidized 19% 10%

100% employee paid 33% 28%

None 48% .. 62%

BENEFITS 

       Marks a Best-in-Class response that is lower compared to other midsize employers.

A wide range of voluntary benets is available, 

including employee perks and purchase programs, 

pretax dependent care accounts, accidental death and 

dismemberment coverage, legal plans and identity theft 

protection. Best-in-Class employers are more likely to 

subsidize these benets, making them more accessible 

to employees. In some cases, benets are entirely 

employee-paid, while in others, employer contributions 

help reduce costs. This diversity of oerings helps ensure 

that employees can choose benets that align with their 

unique circumstances and nancial goals.

This diversity of oerings helps 

ensure that employees can

choose benets that align with 

their unique circumstances and 

nancial goals.
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Talent

Organizations are increasingly recognizing 

that people strategies are central to business 

success. Best-in-Class employers set themselves 

apart by aligning talent management practices 

with broader organizational objectives. They 

understand that supporting employees 

holistically — through meaningful engagement 

initiatives, inclusive policies and strategic career 

development — drives both individual and 

organizational performance.

Inclusion and diversity are no longer just values; they’re essential

drivers of resilience and innovation. Leading organizations 

integrate I&D principles across recruitment, leadership 

and workplace culture, demonstrating a commitment to 

environments where every employee is valued and diversity is 

leveraged as a strategic advantage.

At the same time, the Best in Class are prioritizing employee 

engagement and career wellbeing, recognizing that purpose 

and belonging are vital for attracting and retaining top talent. 

By connecting individual contributions to organizational goals 

and investing in development programs, these organizations 

create environments where employees are empowered to grow 

and succeed.

Flexibility in the workplace is another dening characteristic 

of top-performing employers. They help ensure employees 

can work eectively from any location by embracing hybrid 

and exible work models that promote both productivity 

and work-life balance. As the workforce continues to 

evolve, leveraging data-driven decision-making, fostering 

engagement and embedding I&D into strategy equips 

employers to build resilient, motivated teams prepared to

tackle future challenges.

Areas of the Organization That Have Integrated I&D Standards

Best in Class Other Midsize Employers

Recruitment   84% 76%

Communication   65% 58%

Talent analytics and engagement   54% 38%

Leadership accountability   48% 36%

Career and succession planning   39% 26%

Benets   37% 27%

Compensation 35% 26%

Performance management 32% 21%

Integrating I&D across the organization

Best-in-Class employers set a high standard among their 

peers through a proactive and integrated approach to 

I&D. By embedding I&D principles across key areas of their 

operations — such as recruitment, communication, talent 

analytics, leadership accountability and more — these top 

performers demonstrate their commitment to making I&D 

a foundational aspect of organizational culture, rather than 

limiting it to isolated initiatives or specic departments.
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Best-in-Class employers prioritize workplace exibility by 

avoiding strict full-time return-to-oce policies. Instead, 

they implement hybrid models or provide employees with 

full autonomy in choosing their work location. This strategy 

reects an understanding of workforce needs and supports 

both productivity and work-life balance.

Implemented a Mandatory Return-to-Oce Policy

Best in Class Other Midsize Employers

Yes, required full time 7% ..  14%

Yes, hybrid model (specic days in oce) 44% 34%

No, employees have complete exibility 21% 17%

No, but considering 4% ..  6%

Not applicable 24% ..  30%

Marks a Best-in-Class response that is lower compared to other midsize employers.
Marks a Best-in-Class response that is lower compared to other midsize employers.

Career Wellbeing

Tactics used to improve employee engagement Best in Class Other Midsize Employers

Connect employees’ eorts to positive impacts 

on strategy, mission, vision or values
44% 36%

Provide interesting and challenging work 11% ..  16%

Components of career wellbeing initiatives Best in Class Other Midsize Employers

Service awards or employee recognition 87% 79%

Management or leadership development training   80% 67%

Ongoing performance feedback or coaching  80% 67%

Employee development training 77% 60%

Peer-to-peer recognition    60% 49%

Mentoring programs   47% 33%

Team-building programs  47% 33%

Anity or employee resource groups 22% 13%

None of these 2% ..  5%

TALENT

Best-in-Class employers 

prioritize workplace exibility 

by avoiding strict full-time 

return-to-oce policies.
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Financial

Forward-thinking organizations are redening 

nancial wellbeing as a fundamental pillar of 

workforce strategy, recognizing its signicant 

impact on employee engagement, productivity 

and overall organizational success. By prioritizing 

nancial health, leading employers demonstrate 

their focus on helping employees navigate 

nancial challenges while empowering them to 

achieve lasting nancial stability. This approach 

not only enhances the employee experience but 

also strengthens the organization’s ability to 

attract, retain and engage top talent.

To address the diverse needs of their workforce, Best-in-Class 

employers are investing in a comprehensive range of nancial 

wellbeing solutions. By oering personalized guidance and 

exible options, they equip their employees with the knowledge 

and resources needed to make condent nancial decisions 

throughout their careers.

A key area of strategic focus is retirement benets.  

The Best in Class set themselves apart by providing 

retirement plan options tailored to support employees 

across various age groups and income levels. Features like 

auto-enrollment and auto-escalation eliminate participation 

barriers and promote consistent saving, while exible 

eligibility and specialized plans for key employees highlight 

their focus on long-term nancial wellbeing.

These top employers are also staying ahead of legislative 

changes and evolving workforce expectations by continuously 

innovating their nancial planning and retirement strategies. 

The integration of new SECURE 1.0/2.0 provisions and 

other enhancements demonstrates their adaptability and 

readiness to meet employee needs. By proactively responding 

to regulatory trends and rening their oerings, these 

organizations position themselves as employers of choice — 

prepared to support their workforce and drive sustainable 

success in an ever-changing environment.

Strengthening workforce resilience through 
nancial planning

In 2025, there’s a growing recognition among Best-in-Class 

employers that employee nancial wellbeing is a critical 

pillar of overall organizational health. This shift reects 

an understanding that nancial wellbeing is not merely a 

personal concern for employees but a strategic priority 

that signicantly impacts engagement, productivity and 

workplace satisfaction.

Report nancial 
wellbeing has 
become more 
important to  
the organization 
in 20251 in 2

More than

Other Midsize 
Employers: 43%
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FINANCIAL

To address the diverse nancial needs of employees, 

the Best in Class are adopting a wide range of nancial 

wellbeing initiatives. These include resources for 

nancial literacy, legal services such as will preparation 

and estate planning, as well as nancial planning and 

wealth management support. Personalized one-on-one 

nancial coaching sessions and voluntary benets are 

also becoming increasingly prevalent, oering employees 

tailored guidance and exible solutions to improve their 

nancial health.

Programs like debt counseling, renancing tools and college 

savings plans further highlight a commitment to helping 

employees navigate complex nancial decisions and plan 

for the future. Importantly, top-performing employers 

are far less likely to neglect nancial wellbeing initiatives 

altogether. By investing in comprehensive nancial support, 

these organizations not only address immediate employee 

concerns but also cultivate a culture of care and resilience 

— beneting both individuals and the organization in the 

long term.

Components of Financial Wellbeing Initiatives

Best in Class Other Midsize Employers

Employee discount programs 71% 55%

Financial literacy resources or seminars   68% 49%

Will preparation, estate planning or other  

legal services
65% 50%

Financial planning or wealth management services 64% 45%

One-on-one nancial coaching sessions 64% 44%

Voluntary (employee-paid) benets 55% 46%

Debt counseling  30% 22%

Renancing tools and education 23% 13%

529 college savings plan  16% 10%

Emergency savings program  6% 3%

None of these 2% ..  8%

Marks a Best-in-Class response that is lower compared to other midsize employers.

By investing in comprehensive 

nancial support, Best-in-Class 

organizations not only address 

immediate employee concerns 

but also cultivate a culture of 

care and resilience.
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FINANCIAL

Retirement plans oered to key employees Best in Class Other Midsize Employers

Nonqualied deferred compensation  

(employer contributions)
25% 16%

Nonqualied deferred compensation  

(voluntary participant deferrals)
25% 15%

Split dollar 6% 3%

457(f) 5% 2%

Not applicable 39% ..  56%

Retirement Plan Oerings 

Retirement plans oered Best in Class Other Midsize Employers

457 27% 19%

Nonqualied deferred compensation 10% 4%

Marks a Best-in-Class response that is lower compared to other midsize employers.

New hire waiting period for retirement  
plan eligibility Best in Class Other Midsize Employers

Immediately 42% 31%

0–3 months 39% ..  43%

4–6 months 10% ..  13%

7–11 months 2% 2%

1 year 8% ..  11%

Retirement Plan Eligibility and Status 

Projected status of the dened benet  
(pension) plan over the next 3 years Best in Class Other Midsize Employers

Active, not expected to be frozen 70% ..  85%

Active, expected to be frozen 1% 1%

Frozen, not expected to be terminated 25% 12%

Frozen, expected to be terminated 3% 2%

Marks a Best-in-Class response that is lower compared to other midsize employers.

Prioritizing retirement oerings that help safeguard 
employees’ futures

Leading organizations distinguish themselves by oering a 

wide array of retirement plans designed to meet the needs 

of employees at dierent career stages and compensation 

levels. By combining traditional and nontraditional plans 

— including specialized options for key employees — 

these employers demonstrate a strong commitment to 

talent retention and long-term nancial wellbeing. They 

also simplify the process for employees to begin saving 

immediately, showcasing a dedication to fostering nancial 

health from the start of employment.

While dened benet pension plans still exist, their 

prevalence varies as organizations navigate the balance 

between legacy obligations and evolving nancial and 

regulatory landscapes. Best-in-Class employers are 

transitioning away from maintaining active pension plans 

indenitely, opting instead for frozen plans that honor past 

commitments while adapting to modern demands. This 

shift reects the changing nature of retirement benets and 

the need for exibility in response to external pressures.

272025 WORKFORCE TRENDS REPORT SERIES |  BEST-IN-CLASS BENCHMARKING ANALYSIS GALLAGHER |  AJG.COM



Auto-enrollment and auto-escalation features are 

increasingly common among the Best in Class, eectively 

reducing barriers to participation and encouraging 

employees to build their savings over time. By automatically 

enrolling employees and gradually raising contribution 

rates, employers promote consistent saving habits without 

requiring continuous eort from employees. These practices 

underscore a forward-thinking approach to retirement 

planning, helping to ensure employees have access to exible 

and supportive options that safeguard their nancial futures.

Recent legislative changes, such as the SECURE 1.0 and 

2.0 Acts, have further spurred innovation in retirement 

planning. Best-in-Class employers are leading the way 

in adopting new optional provisions, including enhanced 

distribution limits, Roth options for employer contributions,

and special distributions for emergencies, disasters, 

domestic abuse, and life events like birth or adoption. 

While some organizations have already implemented these 

features, others are actively exploring them. This reects 

a growing willingness among employers to innovate and 

adapt their retirement plans to better respond to the 

evolving needs of their employees.

FINANCIAL

Implementation of Optional SECURE 1.0/2.0 Provisions 

Optional SECURE 1.0/2.0 provisions  
added to date Best in Class Other Midsize Employers

Force out distribution increase to $7,000 34% 25%

Roth option for employer contributions 27% 20%

Disaster related distributions 26% 18%

Emergency distributions up to $1,000 22% 16%

Domestic abuse distributions 21% 12%

Qualied birth or adoption distributions 15% 9%

Emergency savings accounts 4% 2%

None 32% .. 44%

Marks a Best-in-Class response that is lower compared to other midsize employers.

Auto-enrollment Best in Class Other Midsize Employers

Yes 68% 55%

Auto-escalation Best in Class Other Midsize Employers

Yes 39% 29%

Optional SECURE 1.0/2.0 provisions  
being considered Best in Class Other Midsize Employers

Increased catch-up at age 60 40% 29%

Disaster related distributions 10% 5%

Emergency distributions up to $1,000 9% 6%

Domestic abuse distributions 9% 5%

Qualied birth or adoption distributions 6% 3%

None 44% .. 56%

Methods Used to Enhance Retirement Plan Participation

Auto-enrollment and 

auto-escalation features 

are increasingly common 

among the Best in Class, 

eectively reducing 

barriers to participation and 

encouraging employees to 

build their savings over time.
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Looking ahead, the ability to balance exibility 
with structure, and personalization with 
scalability, will be critical to sustaining long-
term success. Organizations that prioritize 
their people — through inclusive policies, 
comprehensive wellbeing initiatives and 
strategic nancial planning — will continue 
to set the standard for excellence in an ever-
evolving world of work.

Ultimately, exceptional organizational strategy 
demands a commitment to continuous 
improvement, a readiness to adapt, and a 
focus on delivering meaningful value for both 
employees and the organization. Those who 
lead with purpose and vision will be best 
positioned to thrive in the years to come.

As legislative changes and market dynamics 
continue to reshape the benets landscape, 
organizations must remain agile and responsive 
— aligning their people strategies with business 
goals to establish a culture of wellbeing, 
resilience and sustainable growth. Best-in-Class 
employers exemplify this adaptability by 
consistently evaluating and rening their 
programs to stay ahead of emerging trends and 
shifting workforce expectations.

For these leading organizations, a forward-
thinking benets strategy not only attracts and 
retains top talent but also drives organizational 
performance, positioning them as benchmarks 
for others to emulate. By harnessing data-
driven insights and embracing innovation, 
they’re better prepared to anticipate future 
challenges and capitalize on new opportunities.
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Contributors About Gallagher
You and your people are at the center of all we do.

Gallagher specializes in maintaining the critical link between people’s wellbeing and organizational success through 

people strategies for benets, nancial and talent programs that deliver results.

As employees across all geographies, industries and employer types navigate an evolving global employment

landscape, organizations are evaluating and enhancing the workplace experience. Finding new ways to engage and 

connect with their people is essential to fostering organizational wellbeing. Oering robust medical coverage and 

a reliable retirement plan isn’t enough in today’s competitive labor market. A holistic approach to organizational 

wellbeing — including benets, compensation, retirement, employee communications and workplace culture — can 

help align your people strategy with your business goals.

Partnering with a team that grasps your daily challenges and understands the expectations of leadership can help 

you foster productivity and growth that directly support your strategic goals. Gallagher brings informed analysis and 

insights, benchmarked against industry standards using country-specic data sources, to help you anticipate and stay 

ahead of workforce trends and risks.

Our global digital and consulting solutions are designed to support your workforce at cost structures you can 

sustain — while helping employees engage in their work and achieve outcomes that matter most to your organization. 

Using proprietary technology platforms, we help you gain a better understanding of your employee populations 

and make informed decisions when it comes to managing costs, connecting with your employees and achieving 

measurable results.

When employees enjoy their work, appreciate their benets, and feel informed and connected, their condence and 

trust in your organization grows. This fosters positivity, boosts retention, enhances customer interactions and drives 

overall prosperity.

Gallagher helps you invest in and sustain a workplace culture oering growth and potential. The return on that 

investment? Drawing new talent and inspiring employees to deliver their personal and professional best. Let’s work 

together to understand your priorities and develop a proactive people strategy to achieve your goals, empowering you

to navigate the future with condence.
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Employee Perception Survey
Results 

2025



Focus Areas 

Leadership Strategic Planning Customer Focus

Measurement, 
Analysis, and 
Knowledge 

Management

Workforce Focus Operations Focus Results



Questions 
Summary 

38 Total Questions  Positive              58% +

20 Questions -  Increased in both 2024 and 
2025                   +  +

2 Questions – Decreased in 2024, increased 
in 2025                           -  +

16 Questions – Decreased in 2025        
+  -



Section 1 - Leadership
% Positive

Year 2023 2024 2025
Total Responses 64 52 86

1a. Our employees know our College's mission (what we are trying to 
accomplish). 60.9%69.2%66.3%
1b. Our employees know our College's vision (where it is trying to go in 
the future). 29.7%38.5%38.4%
1c. Our leadership team uses our College's values to guide our 
organization and employees. 29.7%40.4%37.2%
1d. Our leadership team creates a work environment that helps our 
employees do their jobs. 26.6%30.8%40.7%

1e. Our leadership team shares information about the College. 28.1%50.0%46.5%
1f. Our leadership team asks employees what they think 21.9%36.5%32.6%
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2

2

1

Leadership

Lack of Employee Input in Decisions / Increase collaboration

Communication 

Positive Comments 

Work Environment / Morale

Policies 

Barriers for Student

Faculty 

Leadership Visability

Academic Affairs

Student Affairs

SECTION 1 LEADERSHIP - COMMENT THEMES



Section 2 – Strategic Planning
2a. As our leadership team plans for the future, we ask our 
employees for their ideas. 34.4% 42.3% 30.2%

2b. Our college encourages totally new ideas (innovation). 26.6% 44.2% 34.9%

2c. Our employees know the parts of our college's strategic 
plans that affect them and their work. 21.9% 30.8% 36.0%

2d. Our employees know how to tell if they are making 
progress on their work group’s part of the strategic  plan. 14.1% 21.2% 26.7%
2e Our College is flexible and can make changes quickly when 
needed. 21.9% 40.4% 30.2%
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2

1
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Lack of Employee Input in Decisions

Leadership

Strategic Plan / Strategy

Positive Comments 

Faculty 

Communication 

Student Impact

Processes / Workflows

Autonomy / Decision Making 

Hiring Process 

Inconsistencies

Policies 

Section 2 – Strategic Planning Comment Themes



Section 3 – Customer Focus 
% Positive

Year 2023 2024 2025

Total Responses 64 52 86

3a. Our employees know who their most important customers are. 56.3% 57.7% 64.0%

3b. Our employees regularly ask students what they need and want. 43.8% 53.8% 57.0%

3c. Our employees ask if their students are satisfied or dissatisfied with their 
work. 29.7% 42.3% 34.9%

3d. Our employees are allowed to make decisions to solve problems for their 
students. 48.4% 51.9% 50.0%
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Section 3 Customer Focus - Comment Themes  



Section 4 - Measurements, Analysis, and 
Knowledge Management

% Positive
Year 2023 2024 2025

Total Responses 64 52 86

4a. Our employees know how to measure the quality of their work. 34.4% 48.1% 47.7%

4b. Our employees use this information to make changes that will improve 
their work. 28.1% 42.3% 40.7%

4c. Our employees know how the measures they use in their work fit into the 
College's overall measures of improvement. 21.9% 28.8% 31.4%

4d. Our employees get all the information they need to do their work. 18.8% 26.9% 33.7%

4e. Our employees know how our College as a whole is doing. 23.4% 26.9% 29.1%
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Section 4 Measurements / Analysis - Comment Themes



Section 5 – Workforce Focus  
% Positive

Year 2023 2024 2025
Total Responses 64 52 86

5a. Our employees cooperate and work as a team. 39.1% 30.8% 50.0%

5b. Our leadership team encourages and enables our employees to develop their job skills so 
they can advance in their careers.  29.7% 46.2% 34.9%

5c. Our employees are recognized for their work. 25.0% 25.0% 37.2%

5d. Our College has a safe workplace. 57.8% 61.5% 65.1%

5e. Our leadership and our College care about our workforce. 29.7% 42.3% 40.7%

5f. Our employees are committed to the success of our College. 53.1% 65.4% 70.9%
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Section 6 – Operations Focus 

% Positive
Year 2023 2024 2025

Total Responses 64 52 86

6a. Our employees can get everything they need to do their jobs. 46.9%51.9%46.5%

6b. Our College has good processes for doing its work. 23.4%25.0%38.4%

6c. Our employees have control over their personal work processes. 53.1%51.9%61.6%

6d. Our College is prepared to handle an emergency. 15.6%19.2%26.7%
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Section 7 – Results 
% Positive

Year 2023 2024 2025
Total Responses 64 52 86

7a. Our employees’ work products meet all requirements. 29.7% 32.7% 50.0%

7b. Our students are satisfied with our work.  37.5% 42.3% 45.3%

7c. Our employees know how well our College is doing financially. 9.4% 36.5% 46.5%

7d. Our College has the right people and skills to do its work. 20.3% 40.4% 45.3%

7e. Our College removes things that get in the way of progress. 9.4% 9.6% 22.1%

7f. Our College obeys laws and regulations. 54.7% 55.8% 60.5%

7g. Our College practices high standards and ethics. 35.9% 38.5% 48.8%

7h. Our College helps our employees help their community. 29.7% 38.5% 37.2%
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Employee Feedback

What can we do to improve communication? 
How would you like to be able to provide 
input and feedback on decisions?
What information would you like to see to 
know how the college is doing? 
How can we build trust between leadership 
and employees to increase employee morale 
at ACC? 
What needs to be addressed with safety and 
security?  



Employee 
Voting Results
& Priorities 

(12) -  1f.  Our leadership team shares information about the College.

  (9) -  5b. Our Leadership team encourages and enables our employees      
to develop their job skills so they can advance their careers.

  (8) - 3c. Our employees ask if their students are satisfied or dissatisfied 
with their work.  

  (7) -  6d. Our College is prepared to handle an emergency.  

  (6)  - 5e. Our leadership and our College care about our workforce.  

  (6) -  6a. Our employees can get everything they need to do their jobs.

  (6)  - 7b. Our students are satisfied with our work.



Employee Perception Survey – Next Steps 
 October 

◦ Share quick view with all employees
◦ Review with President’s Cabinet

 November 
◦ Review results with Management Council, gather input and prioritize items 
◦ Review results with all employees, gather input, and prioritize items

Offer to present to Staff Council and Faculty 
◦ Share participation rate and next steps plan with Board of Trustees
◦ Review with President’s Cabinet, review input and prioritization

◦ Identify focus areas and proposed action plans based on feedback

 December/January
◦ Discuss focus areas and action plans at next available Management Council 

Meeting  
◦ Set action plans and share with all employees and board



Next Steps  
 Work with Management Council to create 
goals / action items that support the 
following priorities then communicate to 
employees:  

 1) Improving Communication 
 2) Student Feedback or Student Satisfaction
 3) Employee Growth and Development
 4) Emergency Preparedness 
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