
2024 HEALTHCARE REPORT



This year marks the 22nd annual Benefits Benchmarking Survey for Mid-Market Employers. Currently, there are 

27,325 unique employer responses nationally, representing 2.5 Million employees and roughly $34.6 Billion in 

healthcare dollars spent. As one of the largest databases of employee benefits information, participants not only 

have access to their individual entries, but also additional information, which allows for a deeper look into other 

markets, industry, employer size, and company type. 

Our goal is to help employers understand how their benefit offerings and costs compare to those of their peers; 

ultimately, helping employers attract and retain their most valuable assets – their employees. Additional 

benchmarking is available beyond what is displayed in this report. 

Each year we fine-tune the benchmarking results, and with our expertise as an independent third-party actuarial 

consulting firm, do our best to provide answers to employers’ biggest questions in 2024. Our experience and 

expertise allow us to show the whole story: past and present. You define the future. We will show you how to get 

there.

A big thank you is deserved for all involved in making the 2024 survey a great success! 

Milliman Omaha

Health & Welfare

EXECUT I VE SUMMARY
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1 The North Atlantic Region includes Connecticut, Maine, Maryland, Massachusetts, New Hampshire, New Jersey, New York, Pennsylvania, Rhode Island, and Vermont

Y E A R  T O  Y E A R

2024 was the fifth year the Benefits Benchmarking Database had participants from all 50 states and D.C. 

California had the most participants in 2024

Arkansas had the largest percent increase of participants from 2023 to 2024

The North Atlantic Region1 had the largest number of participants in 2024
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2024  NAT IONAL STAT IST ICS*

2 . 5  M i l l i o n

E M P L O Y E E S  R E P R E S E N T E D

$34 . 6  B i l l i o n

H E A L T H C A R E  D O L L A R S  S P E N T

C O M P A N I E S  P A R T I C I P A T I N G

27 , 3 25
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Based on the 2024 National survey responses7

Corporation - Privately Held (LLC) 71%

Corporation - Publicly Held 14%

Partnership (LLP or Other) 9%

Government Organization 6%

Non-Profit Organization 12%

Not-for-Profit Organization 5%

Organized Labor Unions 6%
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54 Professional, Scientific, and Technical Services 21%

31-33 Manufacturing 12%

62 Health Care and Social Assistance 9%

42 Wholesale Trade 7%

52 Finance and Insurance 7%

23 Construction 7%

44-45 Retail Trade 6%

81 Other Services (except Public Administration) 5%

53 Real Estate and Rental and Leasing 5%



BENEFITS 
BENCHMARKING

B E N C H M A R K I N G  F O R  T O D A Y.  V I S I O N  F O R  T O M O R R O W .  

Over 27,000 employer 

participants nationwide 

Multiple drilldowns 

available so you can 

customize your experience

View your results 

alongside benchmarks 

within 30 minutes

M I L L I M A N ’ S  O N L I N E  T O O L S  
A T  Y O U R  F I N G E R T I P S

B E N C H M A R K I N G  F O R  T O D A Y . V I S I O N  F O R  T O M O R R O W .  

You have access to online tools that are intuitive, ease to use, and flexible with extensive drill down 

capabilities. With these benchmarks in hand, you will be able to design your best benefit plans, understand 

costs, find new insights into trends, and most importantly, attract and retain key employees. 



S T A T E

N A I C S  C O D E

I N D U S T R Y

C I T Y

C O M P A N Y  T Y P E

N U M B E R  O F  E M P L O Y E E S

Milliman Benefits Benchmarking is a comprehensive 

benchmarking tool covering over 100 data points 

including deductible, coinsurance, copays, premiums 

and employee contributions and offers comparison by 

company type, region, and industry. Milliman Benefits 

Benchmarking also covers components including dental, 

ancillary and new trends in benefits. 

D R I L L D O W N  B Y :  
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CO M P O N E N T S  O F  S P E N D I N G

2 0 2 4  M i l l i m a n  M e d i c a l  I n d e x

The components of spending represent 

those of a “typical American family of four” 

defined as a male age 47, a female age 37, 

child age 4, and a child under the age of 1.  

*2024 Milliman Medical Index (May 2024): Figure 2: 2024 MMI Components of Spending for an Average Person

Percentages may not add to 100% due to rounding 12
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For an average person, the 

Milliman Medical Index estimates 

that employers paid for 58% of 

the total costs in 2024.

E M P L O Y E E ’ S  S H A R E  O F  H E A L T H C A R E  C O S T S

2 0 2 4  M i l l i m a n  M e d i c a l  I n d e x

P R E M I U M  R A T E S
Employee Only

Based on the 2024 National survey responses

*2024 Milliman Medical Index (May 2024): Figure 3 – Healthcare Cost by Source of Payment for an Average Person

Percentages may not add to 100% due to rounding
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M A N A G I N G  C O S T S
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Based on the 2024 National survey responses

25th Percentile 50th Percentile 75th Percentile
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F I N A L  COS T  I N CR E AS E
A F T E R  A L L  P L A N  D E S I G N  C H A N G E S

Year after year, national healthcare costs continue to increase. One of the possible contributors is 

the increased risk of chronic illness due to lifestyle habits and choices. Nationally, we have higher 

risks for sicknesses such as diabetes, heart disease, or cancer because of things such as smoking 

or obesity. This increased risk along with the need for more medication trigger higher premiums, 

especially as people age. Another contributing factor is changes in government policy to better 

manage health care costs. When policy changes occur, it causes a fluctuation in the demand for 

healthcare coverage. This fluctuation in demand has a direct impact on the costs of healthcare.1

Additionally, there continues to be an increase in utilization and spend towards glucagon-like 

peptide-1 (GLP-1) medications. These drugs are commonly seen in both type 2 diabetes 

treatments and chronic weight management treatments. Under Medicaid, GLP-1 medications have 

widespread coverage for type 2 diabetes treatments, unlike chronic weight management 

treatments. However, with approximately 42% of the U.S. population having obesity, there is an 

increase in the demand for GLP-1 medications for weight-loss solutions more broadly. Given the 

high demand and high cost of these drugs, employers should take proper actions (care 

management, medication counseling, education, etc.) which are essential to manage the impact 

these drugs may have on their health plan.2,3

1. https://www.thebalance.com/causes-of-rising-healthcare-costs-4064878

2. https://www.milliman.com/-/media/milliman/pdfs/2024-articles/1-18-24_glp1-agonists-in-medicaid-utilization-growth-and-management.ashx  

3. https://www.milliman.com/en/insight/payer-strategies-glp-1-medications-weight-loss
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of medical plans require mandatory 

generic drugs

R x  D RUG  RAT E S  CO PAY S

According to the 2024 Milliman Medical 

Index (MMI), pharmacy costs for the 

average person grew by 13.0% from 2023 

to 2024.

Based on the 2024 National survey responses
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With a growing emphasis on price transparency, the healthcare market is one of the few that is a step behind 

- most do not know they can shop healthcare pricing. Among a few organizations that focus on shedding light 

onto price transparency, the Free Market Medical Association is a great resource that shows what hospitals 

charge for common procedures in different areas. Another way to find prices associated with procedures is 

going to Medicare.gov and using their Procedure Price Lookup tool. This allows you to see how much a 

procedure would cost under Medicare. These are two ways to supplement clarity around healthcare costs. 

PRICE
T R A N S P A R E N C Y
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FUNDING STRATEGIES

2020
SELF-INSURED PLANS FULLY INSURED PLANS

2024
SELF-INSURED PLANS FULLY INSURED PLANS

Based on the 2024 National survey responses

 illiman’s  elf-Insured Feasibility Analysis (SIFA) calculates the cost savings or increase from a self-insured 

funding arrangement. We ta e t e guess wor  out of an employer’s difficult decision and provide a clear picture of 

what a funding change will look like for both the short and long term. If you are interested in finding your potential 

cost savings, contact your Milliman consultant.
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S P O U S A L  C A R V E  O U T  

S P O U S A L  S U R C H A R G E

3 

3 

S M O K E R  D I F F E R E N T I A L  

  o f  E m p l o y e r   o f f e r i n g  

$5 0

5 

W E L L N E S S  D I F F E R E N T I A L  

  o f  E m p l o y e r   o f f e r i n g  

$5 0

6 

M E D I C A L  W A I V E R  C R E D I T  

  o f  E m p l o y e r   o f f e r i n g  

$ 1 5 0

3 

$ 100 med ian   pou a l   u rcharge  mon th ly  amoun t
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BPSB E N E F I T S  P O S I T I O N I N G  S Y S T E M

M I L L I M A N ’ S  O N L I N E  T O O L S  
A T  Y O U R  F I N G E R T I P S

B    elps eac  employer “position” t eir benefit plans relative to ot ers in t e nation, t eir specific 

industry, and their area. In short, it helps you determine where you are, where you want to be, and how far 

you have to go to get there. We process data from the Benefits Benchmarking database through our cost 

and utilization models to help employers see where they rank and how they compare to the market. 



N U M B E R  O F  P L A N S  O F F E R E D

P L A N  P R E V A L E N C E

1 PLAN

2  
2 PLANS

2  
3 PLANS

23 
4+ PLANS

20 

PPO

2  HDHP

44 

HMO/EPO
25 

2 
POS

1 
INDEMNITY
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PPO

DEDUC T I B L E

P L A N  D E S I G N S

Based on the 2024 National medians
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2024 National

(In-network/Out-of-network)

Deductible $1500/$2000

Coinsurance 20%/50%

OOP Max $5500/$10000

Office Visit Copay $30

Specialist Copay $50

Rx Copays (retail) $10/$40/$70/$150
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HDHPP L A N  D E S I G N S

Based on the 2024 National medians

25

2024 National

(In-network/Out-of-network)

Deductible $3200/$5000

Coinsurance 20%/50%

OOP Max $6000/$10500

Employee Only/Family

Employer Contribution (HSA/HRA) $750/$1250
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HMO

DEDUC T I B L E

P L A N  D E S I G N S

Based on the 2024 National medians
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(In-network)

Deductible $1,500

Coinsurance 10%

OOP Max $5,000

Office Visit Copay $25

Specialist Copay $50

Rx Copays (retail) $10/$45/$70/$125
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POS

DEDUC T I B L E

P L A N  D E S I G N S

Based on the 2024 National medians
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(In-network/Out-of-network)

Deductible $2000/$4000

Coinsurance 20%/50%

OOP Max $6000/$12100

Office Visit Copay $30

Specialist Copay $60

Rx Copays (retail) $10/$40/$75/$200
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DENTAL
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N U M B E R  O F  P L A N S  O F F E R E D

P L A N  P R E V A L E N C E

1 PLAN

75 
2 PLANS

24 
3 PLANS

2 

of employers offer no coverage1  

DPPO
 4 

DHMO
5 

INDEMNITY
1 

1 
DPOS

0 
SCHEDULED 
REIMBURSEMENT
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DPPOP L A N  D E S I G N S

Dental plans have remained fairly constant over the past 5 years in terms of the deductible, annual benefit 

maximums, and orthodontia maximum. We expect these levels to remain constant. 

Based on the 2024 National medians

33

2024 National

(In-network/Out-of-network)

Deductible $50/$50

Preventative 0%

Basic 20%

Major 50%

Orthodontia 50%

  Annual Max $1500/$1500

Ortho Max $1250/$1500
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ANCILLARY 
BENEFITS
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VISIONB E N CH M A R KS

Based on the 2024 National survey responses 36

EYE EXAMS $10 $39
Once every 12 months Copay Coverage

FRAMES $25 $130
Once every 24 months Copay Coverage

LENSES $25 $130
Once every 12 months Copay Coverage

CONTACT LENSES $20 $130
Once every 12 months Copay Coverage
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R E T I R E M E N T
For many years, employer sponsored retirement plans have been shifting toward defined 

contribution (DC) plans such as 401(k) and 403(b), as opposed to the more traditional 

defined benefit (DB) plans. More and more, people are starting to save earlier. 

D E F I N E D  
C O N T R I B U T I O N  
( 4 0 1 ( K )  A N D  

4 0 3 ( B ) )  P L A N S

R E T I R E M E N T  
P L A N S  O F F E R E D

Based on the 2024 National survey responses37



N U M B E R  O F  F U N D S  O F F E R E D

I N V E S T M E N T S  O F F E R E D
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B A S I C  L I F E

L I F E
Basic Life insurance benefit levels have 

remained constant for a number of years with 

Flat-Dollar amount being the most common 

and 1x Salary being the second most common

Based on the 2024 National survey responses39

1 .   

4.0  

11.2  

1.1  0.0  0.6  0.1  

63.1  

 x salary  . x salary 2x salary  x salary 4x salary  x salary  x salary  lat  ollar
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L O N G  T E R M

60% of salary replaced is offered by 86% of employers

100% premium paid is offered by 78% of employers

90 day elimination period is offered by 68% of employers

S H O R T  T E R M -  A C C I D E N T  &  I L L N E S S

60% of salary replaced is offered by 75% of employers

100% premium paid is offered by 66% of employers

13 week duration period is offered by 40% of employers

D I S A B I L I T Y
Long Term and Short Term Disability 

medians have not changed significantly 

from 2023 to 2024. Above are the 

medians for 2024.

40



T I M E  O F F
P T O  B A N K  M E D I A N S

of employers offer 

unlimited PTO4 

N E W  H I R E

15
 AY 

1 - 5  Y E A R S

17
 AY 

6 - 9  Y E A R S

21
 AY 

1 0 +  Y E A R S

25
 AY 

Based on the 2024 National survey responses41
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P E R C E N T  O F  S A L A R Y

L E A V E S  O F  A B S E N C E

D U R A T I O N  ( D A Y S )
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WELLNESS

TOP  5  WELLNESS  PROGRAMS

 3 
                    

        

4  
                    

                  

46 
                    

41 
F         

3  
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Wellness programs are designed to better the health and morale 

of your employees. As an additional bonus, this creates savings 

within healthcare costs. Based on those offering nationally, below 

are the most common wellness programs.

Based on the 2024 National survey responses43



R E A S O N S  F O R  

O F F E R I N G  

W E L L N E S S  

P R O G R A M S

44

To improve the health of employees 21%

Benefits were part of the health plan 6%

Reduce health care costs 5%

Improve employee morale and productivity 2%

Other 1%

Reduce absenteeism 0%



BENEFITSP RO V I D E D

Additional benefits come in a variety of forms and are continually enhanced to better serve employees. Some 

companies have taken it upon themselves to offer truly unique perks such as well-being allowances or a 

selection of snack or staff lunches.1 Below are some of the most common benefits that are offered nationally.  

1 17 Innovative And Trendy Employee Benefits That Actually Work (forbes.com)

Based on the 2024 National survey responses
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The Benefits department needs more competitive benefit plans to attract and retain key employees. The CFO 

needs to balance a budget that is showing annual health care trends in the 8-10% range, while the budget only has 

room for 4-6%.

 illiman’s BenefitsCFO® Platform meets both needs.

Originating in  illiman’s Health & Welfare Consulting Practice in Omaha, the BenefitsCFO® Platform was 

developed in 2002 to address the needs of mid-market employers looking for more sophisticated financial and 

actuarial analysis. The BenefitsCFO® Platform delivers these services continuously throughout the year. They are 

tailored to fit all types and sizes of employers; including self-insured and fully insured. In addition, we offer a 

number of additional services on an ad hoc basis. Consistent with  illiman’s brand of “delivering insig t,” 

BenefitsCFO® is recognized as an industry leader in benchmarking data, actuarial analysis, and unique tools to 

advise clients.

Milliman is among the world’s largest providers of actuarial and related products and services. The firm has 

consulting practices in healthcare, property and casualty insurance, life insurance and financial services, and 

employee benefits. Founded in 1947, Milliman is an independent firm with offices in major cities around the globe. 

For further information, visit www.milliman.com. 

F O R  H R  B E N E F I T S  A N D  T H E  C F O

K E Y  F E AT U R E S

Cost Models Recognized As Gold Standard

Market-leading Benchmarking Analysis

National & International Coverage

Independent Third-party Consulting

Online Tools With Health Analytics And Predictive Modeling

DELIVERINGI N S I G H T
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NEW 
TRENDS

W H A T  I S  

A N  I C H R A ?
I N D I V I D U A L  

C O V E R A G E  

H E A L T H  

R E I M B U R S E M E N T

A R R A N G E M E N T
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An “Individual Coverage Health Reimbursement Agreement” (ICHRA for 
short) enables employers of any size to reimburse their employees tax-
free for health insurance premiums and medical expenses. Employers set 
an allowance and employees choose the plan that fits their needs.
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B A V V Y
MILLIMAN’S ICHRA SOLUTION

1
Sophisticated benefits consulting to 
maximize savings with classing

2 ICHRA Feasibility Analysis (IFA) 

3
Milliman banking relationships eliminate 
employee reimbursement to feel like a group 
benefit plan

4
Dedicated customer success team to support 
implementation and ongoing questions 

Follow the link 
below for an IFA

https://bavvy.com/ichraquote/producer
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In performing our analysis, we relied on data provided to us by BCFO Agencies. We 

have neither verified nor audited the accuracy of the data contained in the files.  If the 

underlying data is inaccurate or incomplete, the results of our analysis may likewise be 

inaccurate or incomplete. Where practicable, the data was reviewed for consistency and 

reasonableness. Due to the nature of any medical block of business, results are highly 

variable. As such, actual results may vary from the results provided in this report.

This report and the models herein have been prepared for the internal use of BCFO 

Agencies in their relationship with the survey participants and are only to be relied upon 

by those organizations. No portion may be provided to any other party without  illiman’s 

prior written consent. All copyrights and trademarks property of Milliman, and all rights 

reserved.

STANDARD CAVEATS
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18205 Capitol Ave., Suite 400

Omaha, NE 68022

402.393.9400

benefits.survey@milliman.com
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