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Introduction 

FOREWORD 
The labor market remained resilient throughout 
2024. Unemployment ended the year at a healthy 
4.1%, despite ongoing concerns that the Federal 
Reserve’s (Fed) interest rate increases in 2022 
and 2023 would lead to a more dramatic rise 
in unemployment. Amid broader economic 
uncertainty, including signs of softening in the 
labor market, the Fed responded by cutting rates 
three times in the final four months of the year.

One key metric, the ratio of job openings to 
unemployed workers, fell from 1.4 in January 2024 
to 1.1 in December 2024, a notable shift from its 
peak of 2.0 in March 2022.1 While this suggests 
a labor market coming into better balance, it’s 
important to note that pre-pandemic ratios above 
1.0 were already considered historically high. The 
latest data indicates this ratio may be stabilizing 
just above that threshold, implying the labor 
market is cooling but remains far from cold.

In contrast, the labor market within the insurance 
industry continues to be considerably tighter, 
with strong demand for talent across all major 
functions. Industry unemployment rose slightly – 
from 2.0% in February 2024 to 2.5% in February 
2025 (not seasonally adjusted)2 – but remains 
well below the national average. Meanwhile, 
employee turnover among insurance brokers is 
significantly lower than in the broader financial 
services industry – 16.4% in 2024 according to 
MarshBerry’s Perspectives for High Performance 
(PHP) data, compared to an industry-wide range 
of 20% to 25%. Hiring activity across insurance 
brokers also remains strong, with an average new 
hire rate of 19.9% in 2024.

Despite headlines of a growing number of 
employers pushing return-to-office mandates, 
insurance agents and brokers appear largely 
committed to flexibility. About 80% of surveyed 
firms report no plans to alter their current 
remote or hybrid work policies in 2025 – a trend 
consistent across regions and firm sizes. The 
exception: smaller firms, particularly those under 
$5 million in revenue, are more likely to limit or 
restrict remote work options.

In this environment of high talent demand and 
low turnover, firms are continuing to invest in 
compensation. 

All major roles within an 
insurance brokerage saw 
steady salary increases in 
2024, with additional raises 
projected for 2025. 

This reinforces that, while the broader labor 
market may be easing, competition for skilled 
insurance talent remains strong.

Employment in the 
Insurance Sector 

Average New Hire Rate  
in 2024

19.9%

1 U.S. Bureau of Labor Statistics
2 Ibid
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Introduction
HOW TO READ STUDY RESULTS 
Sources for the data contained in this report, unless otherwise noted are:

MarshBerry 2025 Insurance Agency & Brokerage Compensation Study.

+MarshBerry 2025 Insurance Agency & Brokerage Compensation Study and MarshBerry proprietary 
financial management system Perspectives for High Performance (PHP).

++MarshBerry proprietary financial management system PHP only.

Unless otherwise noted, the compensation charts represent the salary plus bonus compensation by role 
on a national basis, as well as the median salary plus bonus by region. 

The national compensation information for most positions is presented as percentiles: 10th, 25th, 50th 
(median), 75th and 90th. Reported salary and bonus compensation was annualized where pertinent to 
reflect pay for 100% time spent per year. Firms base compensation on numerous factors, including years 
of experience, education level, skill set, productivity, prevailing industry market rates, cost of living, and 
demand and supply. 

The information can be misleading if taken out of context or without adjustment for circumstances specific 
to certain insurance operations. The national information should be adapted to reflect your marketplace 
prior to making comparisons between your firm’s compensation and the information in this report.

Median

Half earned less Half earned more

50%25%10% 75% 90%
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DEMOGRAPHICS 
The report contains data from two hundred ninety-one (291) U.S. insurance agents and brokers that 
participated in the Study which was conducted in February 2025. In addition, data was utilized from 
subscribers of MarshBerry’s proprietary financial benchmarking system, PHP. Data and Study responses 
were aggregated and analyzed. No specific company information is published or identified in this report. 

The average (mean) revenue size of firms in the dataset is $32 million, while the median is $8 million.

Firms from the Southeast, Midwest, and East regions represented three-quarters of all responses.  
Non-U.S. respondents were excluded from results. 

Responses by Revenue Range+

Responses by Region+
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Salary and Bonus Increases Hold Steady, Though Projected to 
Slightly Decelerate in 2025

Executive salaries 
increased by 4.6% on 
average in 2024. Firms 
expect a slightly smaller 
increase of 4.1% in 2025.
Bonuses saw a 2.6% 
increase, with a projected 
increase of 3.4% in 2025.

MarshBerry defines executive personnel as individuals serving in high-level management roles within 
the firm. For the purposes of this Study, this includes individuals holding the titles of Chairman, Chief 
Executive Officer (CEO), President, Chief Operating Officer (COO), and Chief Financial Officer (CFO).

In MarshBerry’s experience, executive performance is typically evaluated based on a combination of  
top-line growth and bottom-line profitability. Insurance brokers ended 2024 on a strong note, even as 
organic growth and profitability edged down slightly from the record highs of 2023. The slight decline 
likely reflects a moderation in rate increases across several lines, following an extended period of hard 
market conditions.

This shift is reflected in compensation trends, with base compensation continuing to grow at a steady 
pace, but the rate of increase for bonus amounts slowing compared to 2023 levels.

Executive & Management

2024 2025 Estimate

Executive Management Compensation Change: 
Salary and Bonus, 2024–2025
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A majority of firms awarded salary increases 
in 2024. 

Nearly one-third reported no change in base 
salary levels, and a comparable share expects 
to hold salaries flat in 2025. Very few firms 
(<1%) reported any decrease.

When it comes to bonuses, the majority of 
respondents indicated that bonuses were 
steady in 2024, and project bonus levels to 
remain the same in 2025.

Executive & Management

* Ranges are exclusive of the lower bound and inclusive of the upper. For example, a 2.0% increase is categorized as 1 to 2% Increase.

Increase No Change Decrease

Changes in Executive and Management  
Salaries + Bonuses
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Among firms that provided a salary increase in 2024, the median amount was 5%, although there was a 
range in the amounts provided. The median increase expected in 2025 is 4.3%.

Reported Salary Increases for Executive Management*
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Median CEO Salary + Bonus as a Percent of  
Net Revenue+

Median COO Salary + Bonus as a Percent of  
Net Revenue+
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CEO AND COO COMPENSATION

CEO COOCEO COO

Factors Used to Determine Executive Bonus
Multiple Responses Permitted

Factors Used in Determining Executive Salary  
Multiple Responses Permitted

Board of Directors/
Owner’s Discretion 

Discretionary

Performance-based  
(e.g. Revenue Growth)

% of Firm Profits

Fair Market Rate, Based on 
Benchmarking Data

% of Growth/New 
Business Generated

Percentage of 
Ownership

No Bonuses Paid

Book of Business 
Handled

% of Firm Revenue

Longevity

% of Contingent 
Income

Share Price/Value 
Creation
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Retention

Owner’s Personal 
Expense Load

Other

Other % of Department 
Profits

0% 20% 40% 60% 80% 0% 20% 40% 60%

Executive & Management
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Factors Used to Determine CFO Bonus
Multiple Responses Permitted

Factors Used in Determining CFO Salary  
Multiple Responses Permitted

Fair Market Rate, Based  
on Benchmarking Data Discretionary

Board of Directors/
Owner’s Discretion

% of Salary

Performance-based 
(e.g. Revenue Growth)

% of Firm Profits

Share Price/Value 
Creation

No Bonuses Paid

Percentage of 
Ownership

% of Growth/New 
Business Generated

Owner’s Personal 
Expense Load

% of Firm Revenue

Book of Business 
Handled

Other

Retention

% of Department 
Profits

% of Contingent 
Income

0% 20% 40% 60% 80% 0% 10% 20% 30% 40% 50% 60%

CHIEF FINANCIAL OFFICER (CFO)
CFO Salary + Bonus +

$185K

Median
50%25%10% 75% 90%

$275K$87K $433K$122K

C-Suite Ownership Rates: Average Share of Executives with Ownership in the Firm

83% 42% 33%

Executive & Management

The majority of firms (71%) pay a bonus, and the median 
bonus amount is approximately 9.4% of total salary and 
bonus compensation.

Percent of Respondents Percent of Respondents

CEO COO CFO
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Producers are individuals who are responsible for selling insurance. They proactively identify and close 
opportunities that otherwise would not have existed for the organization. 

There are two primary categories of producers:
•	 Validated producers generate enough revenue to cover their total compensation, including benefits.

•	 Unvalidated producers are typically newer to the firm (employed for less than three years) and have not yet 
produced enough revenue to offset their compensation. 

For most firms, producer compensation typically represents a significant amount of compensation 
expense. As a result, compensation changes have a significant impact on profit and value. In 
MarshBerry’s experience, while a majority of firms aim to improve their value, few are willing to alter 
producer compensation structures. 

It is important to build a system of rewards and corrective measures based on performance. In order to 
do this, sales goals must be clearly defined, and performance must be monitored regularly – and there 
must be consequences if expectations are not met. In MarshBerry’s experience, high-growth firms are 
far more likely to evaluate producer performance regularly and take corrective action quickly – including 
transitioning underperformers out of the role when necessary.

VALIDATED PRODUCERS
Stability persists in producer salary and commission structures
Validated producers are typically 
compensated based on commissions, 
although many firms also provide a salary 
and/or bonus. Average commission rates in 
2024 were generally steady and in line with 
prior years. 

On average, salaries 
advanced 2.6% in 
2024, and respondents 
anticipate a similar rate  
of increase in 2025. 

Bonuses were up just 0.5% in 2024, with only 14% of firms reporting an increase for the year, but they are 
projected to rebound in 2025. 

Production

2024 2025 Estimate

Production Personnel Compensation Change: 
Salary and Bonus, 2024–2025
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Among firms that provided a salary increase in 2024, the median amount was 5%, although there was a 
range in the amounts provided. The median increase expected in 2025 is 5%.

Production

*Ranges are exclusive of the lower bound and inclusive of the upper. For example, a 2.0% increase is categorized as 1 to 2% Increase.

Changes in Production Personnel Salaries + Bonuses

Reported Salary Increases for Production Personnel*
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There are two rules of thumb for producer commission percentages. First, the commission structure 
needs to motivate producers to focus on new business development. Second, firms must reinvest dollars 
into the service and support structure to serve as the primary point of contact for the insured. This 
creates capacity for producers to focus on new business generation and serves to institutionalize the 
account. In MarshBerry’s experience, the highest growing and most profitable firms pay producers less 
in commission percentages than the average agency. A 15 to 20 percentage point difference between 
new and renewal rates is typically recommended.

Commercial Lines Small Commercial 
Lines Personal Lines High Net Worth 

Personal Lines
Group / Employee 

Benefits Individual

New Renewal New Renewal New Renewal New Renewal New Renewal New Renewal 

<$5M 47% 35% 48% 33% 45% 32% 41% 34% 46% 34% 54% 51%
$5M–$10M 44% 32% 40% 26% 43% 21% 38% 18% 41% 25% 51% 20%
$10M–$20M 43% 28% 41% 26% 39% 24% 34% 23% 41% 31% 40% 28%
>$20M 38% 29% 34% 23% 36% 21% 36% 24% 37% 28% 37% 21%
Overall 43% 31% 41% 27% 41% 25% 37% 26% 41% 29% 45% 30%

Average Commission Rates By Line of Business & By Revenue Size

Commercial Lines Small Commercial 
Lines Personal Lines High Net Worth 

Personal Lines
Group / Employee 

Benefits Individual

New Renewal New Renewal New Renewal New Renewal New Renewal New Renewal 

East 43% 29% 38% 24% 38% 20% 31% 20% 40% 27% 41% 21%
Midwest 44% 34% 42% 33% 44% 29% 44% 31% 42% 30% 44% 30%
Southeast 43% 32% 45% 27% 44% 27% 38% 30% 41% 32% 50% 37%
Southwest 43% 32% 42% 28% 42% 18% 41% 23% 42% 29% 39% 15%
West 42% 28% 38% 23% 33% 25% 33% 24% 37% 27% 41% 32%

Average Commission Rates By Line of Business & By Region

Production

Validated Producer Compensation Methods 
Multiple Responses Permitted
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Production

Establishing clear minimum annual new 
business production thresholds and guidelines, 
along with consequences for not meeting 
them, is another best practice that encourages 
accountability and aligns producer efforts with 
the firm’s strategic growth objectives. This 
helps ensure producers prioritize larger, high-
value accounts that contribute meaningfully to 
overall business success.

Do You Pay Commission on Accounts Below Your 
Minimum Account Threshold?
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Production

How Often Do You Move Accounts Under the Minimum Account Threshold into a Small Business Unit?
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Production

Do Your Commercial Lines / Employee Benefits 
Producers Get Paid for Writing New Personal 
Lines Business?

Do Producers Vest in Their Commissions?

How High Net Worth Personal Lines Is Determined Average High Net Worth Personal Lines Threshold
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What Types of Employment Contracts Do You Have With Your Producers? 
Multiple Responses Permitted
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Production

The majority of participants 
report covering continuing 
education and professional 
membership dues for their 
producers. Approximately 
half cover entertainment and 
cell phone expenses. Other 
reimbursed expenses include 
providing a set allowance for 
auto, tech, or meals, mileage, 
and licensing and test fees.

The use of non-compete agreements has notably declined, with only 54% of firms reporting their use in 
2025 – down from 70% last year. One likely driver is the Federal Trade Commission’s (FTC) proposed near-
total ban on non-competes, which was finalized in April 2024. As of April 2025, the rule has been blocked 
by federal courts in Texas and Florida, with a nationwide injunction issued in August 2024. The FTC has 
appealed these rulings, but the ban remains enforceable for now, leaving the regulation of non-competes 
to state laws. It is worth noting that the new FTC chairman, appointed by President Donald Trump, voted 
against the ban in 2024, reducing the likelihood the FTC will continue to challenge the ruling. Despite 
recent developments, it’s possible that some firms have opted to phase out non-competes in anticipation 
of the regulatory changes, choosing alternatives such as non-solicitation agreements or nondisclosure 
agreements (NDAs), which tend to be easier to enforce and less legally contentious.

Producer Expenses Covered By the Firm 
Multiple Responses Permitted

LinkedIn

Other

Car

None

Country Club or Other 
Social Membership Dues

Cell Phone

Entertainment

Professional Membership

Continuing Education
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Unvalidated Producer Base Salary

$60K

Median
50%25%10% 75% 90%

$75K$32K $100K$50K

UNVALIDATED PRODUCERS

Production

Unvalidated producers typically receive a salary, either a fixed amount or one that decreases over time, 
while they are still in training and building their book of business. Approximately one in four firms 
also offer a bonus on top of salary and commissions. One recommended best practice for unvalidated 
producers is to implement an appointment-based compensation model, which can be an effective way 
to incentivize activity and track progress during this early stage. This approach combines a base salary 
with new business commissions, contingent upon meeting a specified number of qualified appointments 
monthly. Failing to meet these targets results in salary adjustments, incentivizing proactive engagement 
and business development from the outset.

The median reported base salary was unchanged from MarshBerry’s 2024 Study, suggesting unvalidated 
producer salaries have not advanced meaningfully over the past year.

Unvalidated Producer Compensation Methods 
Multiple Responses Permitted
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Production

New Producer Expectations: New Business Expected Based on Years of Employment

Unvalidated Producer Base Salary by Region Expected Producer Validation Timeline
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Production

New Business Expectations by Region: Commercial Lines
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Average Number of Direct Reports

Commercial Lines 
(CL) Sales Managers

8
Personal Lines (PL) 
Sales Managers

10
Group Sales  
Managers

8
Individual Sales 
Managers

9

SALES MANAGER

Sales Manager Salary + Bonus+

$134K
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CL Sales Manager Salary + Bonus+
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The majority 
of firms (73%) 
pay a bonus, 
and the median 
bonus amount 
is approximately 
20% of combined 
salary + bonus.

Production

Key Performance Indicators to Determine Sales Manager Bonus 
Multiple Responses Permitted

No Bonuses Paid

Retention

% of Firm Revenue

% of Department Profits

Other

% of Contingent Income

% of Firm Profits

% of Salary

Discretionary

% of Growth/New  
Business Generated

0% 10% 20% 30% 40% 50%

Percent of Respondents
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Service personnel includes a diverse and  
ever-expanding set of roles. In the average  
firm, service employees comprise 58% of total  
personnel and contribute to 39% of total payroll 
expense. On average, there are 2.9 service staff  
to every producer.

The majority (84%) of Study respondents report 
using a tiered service model – an approach that 
involves multiple roles in the client service process. 
This is correlated to company size, with larger firms 
more likely to implement a tiered structure. 

For firms that do not use a tiered model, service 
staff salaries are reported under the General 
Service category.

Entry Level

<2 Years of Experience
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2–7 Years of Experience
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>7 Years of Experience
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While specific job titles vary by firm, service 
personnel within tiered models typically fall into 
three primary role categories:

1.	 High-Level Account Executive: 
These individuals hold high-level, client 
facing service responsibilities. They typically 
handle the largest and most complex 
accounts and bring deep experience to 
their role. 

2.	 Account Managers: 
Account Managers support client 
relationships through day-to-day account 
handling and servicing. They generally have 
less direct client interaction than account 
executives and focus on maintaining 
workflow and service delivery.

3.	 Processors: 
Processors are responsible for 
administrative and transactional support, 
including application processing, 
documentation, and assisting with routine 
service tasks.

Where possible, we have also broken  
out service personnel by three different  
experience levels:

Service
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Service Compensation Climbs, but the Framework Remains Familiar

Regarding bonuses, 65% of respondents indicated no change in bonuses for 2024, and a similar 
proportion anticipate stability in 2025. Overall, bonuses rose by an average of 2.9% in 2024, with 
respondents projecting a more modest increase of 2.3% next year.

Among firms that provided a salary increase in 2024, the median amount was 4.4%, although there was 
a range in the amounts provided. The median increase expected in 2025 is 4%. Salary increases were 
generally consistent across all regions.

Service

2024 2025 Estimate

Service Personnel Compensation Change:  
Salary and Bonus, 2024–2025
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Average Salary Increase  
in 20245.8%

In 2024, service compensation recorded the 
largest percentage increase of all functions, with 
salaries rising by an average of 5.8%. Notably, 
93% of firms reported increases in service 
staff salaries, marking the highest proportion 
ever recorded in MarshBerry’s Study. Looking 
ahead, 90% of respondents anticipate further 
salary increases in 2025, projecting an average 
change of 4.4%.



29

* Ranges are exclusive of the lower bound and inclusive of the upper. For example, a 2.0% increase is categorized as 1 to 2% Increase.

Service

Reported Salary Increases for Service Personnel*
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Account Executive, CL Median Salary + Bonus by Region+
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COMMERCIAL LINES (CL) SERVICE STAFF
Account Executive, CL Salary + Bonus+
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Account Manager, CL Salary + Bonus+
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Processor, CL Salary + Bonus+
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General Service, CL Salary + Bonus+
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Service
PERSONAL LINES (PL) SERVICE STAFF
Account Executive, PL Salary + Bonus+
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Service
Account Manager, PL Salary + Bonus+
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Processor, PL Salary + Bonus+
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General Service, PL Salary + Bonus+
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GROUP SERVICE STAFF
Account Executive, Group Salary + Bonus+
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Account Manager, Group Salary + Bonus+
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Processor, Group Salary + Bonus+
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General Service, Group Salary + Bonus+
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Service

Account Executive, Individual Salary + Bonus+

Account Manager, Individual Salary + Bonus+
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Service
Processor, Individual Salary + Bonus+
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CLAIMS
Claims, All Lines Salary + Bonus++
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Service
Claims, Commercial Lines (CL) Salary + Bonus++
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MARKETING

Service

Marketing, All Lines Salary + Bonus++
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Service
Marketing, Commercial Lines (CL) Salary + Bonus++
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Service
Marketing, Group Salary + Bonus++
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INCENTIVES
Percentage of Combined Salary + Bonus That is Guaranteed Salary+
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How Often Do You Give Bonuses to Service Personnel? 
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In general, MarshBerry recommends some variable compensation for all employees. Service personnel 
compensation and incentives can and should be aligned with meeting company goals (such as new 
business production or retention), team goals, and any individual goals.

Examples of financial service staff incentives: 
•	 Quarterly departmental growth bonus 
•	 Retention-based bonus 
•	 Car expense reimbursement
•	 Gift cards 
•	 New business commission to the service representative vs. the producer 

Examples of non-financial service staff incentives include: 
•	 Company recognition programs
•	 Promotion or job title changes 
•	 Additional vacation days 
•	 Training opportunities

Annually Quarterly Monthly Semi-Annually Other None
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What Incentives Are Available to Service Personnel? 
Multiple Responses Permitted
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Median Book of Business Handled by Commercial Lines Account Executives+
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Median Book of Business Handled by Account Managers+
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SERVICE MANAGERS

Service Manager, Commercial Lines (CL) Salary + Bonus+

Service Manager, Personal Lines (PL) Salary + Bonus+

Service Manager, Group Salary + Bonus+
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Support 
Support personnel include individuals who provide services across the organization, rather than within 
a specific department. Common support functions include accounting and finance, general office 
management, human resources, and information technology. Salaries for these roles are generally tied 
more closely to local market conditions than to industry-specific benchmarks.

Over time, the adoption of technology and increased use of outsourced services have contributed 
to gains in operational efficiency. In 2024, the average firm had one support staff member for every 
8.1 full-time equivalent (FTE) employees — a slight decrease from 8.6 in 2023, but still marking a 20% 
improvement in productivity over the past decade. 

Ratio of Support Personnel to All Other Employees++
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Support Staff Salaries Rise Steadily, with Minimal Bonus Changes

Support staff salaries advanced 5.0% in 2024, with participants 
expecting an additional 3.9% increase in 2025.

Nine out of ten respondents indicate an increase in salaries for support staff in 2024 and 85% project 
increases in salaries for 2025. None indicated a decrease in salaries. 

When it comes to bonuses, over 70% reported no change in 2024 or anticipated any changes in 2025, 
while roughly a quarter reported an increase for 2024 and expect to increase bonuses again in 2025. 
Overall, bonuses increased by 1.8% in 2024, and firms project a similar pace of increases in 2025.

Among firms that provided a salary increase in 2024, the median amount was 4%, although there was  
a range in the amounts provided. The median increase expected in 2025 is 3.5%.

For managers of support personnel, bonuses are most commonly determined on a discretionary  
basis (50% of responses).4 Other frequently used methods were percentage of salary (27%) and 
percentage of firm profits (18%). Eleven percent indicated that they do not pay bonuses to managers  
of support personnel.

Support

Support Personnel Compensation Change: Salary and Bonus, 2024–2025
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4. Respondents were asked to select all that apply; therefore, results will not equal 100%.
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Support

*Ranges are exclusive of the lower bound and inclusive of the upper. For example, a 2.0% increase is categorized as 1 to 2% Increase.  

Changes in Support Personnel Salaries

Reported Salary Increases for Support Personnel*
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ACCOUNTING
Controller Salary + Bonus+

Accountant Salary + Bonus++
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HUMAN RESOURCES

INFORMATION TECHNOLOGY

HR Manager Salary + Bonus+
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HR Salary + Bonus++
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IT Manager Salary + Bonus+
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Support



59

Support

RECEPTIONIST
Receptionist Salary + Bonus+

$43K

Median
50%25%10% 75% 90%

$54K$35K $60K$38K

OFFICE ADMINISTRATIVE MANAGER
Office Manager Salary + Bonus+

$80K

Median
50%25%10% 75% 90%

$107K$47K $147K$65K
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Employee Benefits
Employee benefits are an integral part of a firm’s overall compensation package. Today’s workforce 
increasingly values a holistic approach to rewards, with benefits that enhance well-being, provide 
flexibility and promote a work/life balance. Firms have many different options to compensate and  
invest in their workforce beyond direct compensation and employee benefit offerings continue to be 
seen as a differentiator.

As salaries and wages rise, benefits costs increase as well. However, MarshBerry data shows that the 
ratio of benefits to payroll has remained generally stable year-over-year. In other words, while overall 
benefits spending is growing, it remains proportionate to payroll, meaning firms aren’t allocating a larger 
share of their compensation budgets to benefits. In 2024, total benefits represented on average 14.4%  
of total compensation expenses, in line with previous years. 

Agents and brokers spent $20,000 on benefits per employee in 
2024, up 6.6% from the year before. 

This amount includes both retirement and non-retirement benefits and represents the employer 
contribution.
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INCENTIVE PLANS

Percentage of Firms With an Employee Bonus Incentive Plan
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Employee Benefits

A majority of firms report having an employee bonus incentive plan, typically based on overall revenue 
growth or new business generated. Other bonus factors include client retention and satisfaction and 
individual employee performance.

Contingents/
Overrides

Other

Increased 
Productivity

Profit

Revenue Growth
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GROUP HEALTH INSURANCE

2023 2024

Cost of Group Health Insurance Premiums 
Compared to Previous Year

How Does Your Firm Offer Group 
Health Insurance? 
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Employee Benefits

Three quarters of respondents indicate the cost of their group health insurance premiums increased 
from the previous year. Of those who reported an increase, the average change was 11%. About half of 
responses indicate firms are absorbing all the premium increases for their employees while a quarter 
indicate all the increase in costs have been passed on to the employees.
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NoYes

Average Annual HSA Contribution  
by the Firm Per Employee

Do You Offer a Wellness Program  
for Employees?

Employee HSA Participation Rates

How is Your Firm Managing Any Increased Cost of  
Group Health Insurance? 
Multiple Responses Permitted
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Employee Benefits
High-deductible health plans (HDHP) with a health savings account (HSA) continue to be a popular 
cost-effective alternative to traditional plans. Seventy percent of respondents indicate they offer an 
HSA to employees. A majority of respondents make an annual contribution to the HSA on behalf of 
the employee.
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RETIREMENT PLAN

Do You Offer a Retirement Plan?
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Which Type of Retirement Plan do You Offer? 
Multiple Responses Permitted

Employee Benefits

Ninety-six percent of respondents indicate they offer employees a retirement plan, with the most 
common option being a 401(k). Nearly 70% of 401(k) matches fall between 3% and 5% of the employee’s 
salary, with the average contribution being 3.7% of salary. Qualified profit-sharing plans are the second 
most common offering, with an average employer contribution of 3.1% of salary.
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What Type of Time Off Policy Does Your Company Offer?
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Employee Benefits

On average, firms offer 20 days of paid time off (PTO) per year, inclusive of vacation, sick, and personal 
days. Entry-level employees received an average of 17 days, mid-level employees 20 days, and senior 
employees 23 days. Larger firms are more likely to provide more generous time-off policies, with senior-
level staff receiving up to 28 days, on average, at the high end. 

On Average, How Many Days of PTO (Vacation, Sick, and Personal Days) Does Your Company Offer Annually?
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Does Your Firm Offer Paid Parental Leave that is in Addition to Short-Term Disability/FMLA?

0%

40%

30%

20%

10%

50%

60%

Pe
rc

en
t 

of
 R

es
po

nd
en

ts

No Maternal and  
Paternal Leave

Maternal Leave Only

Paid parental leave is steadily becoming a more common offering. Half of respondents indicate that they 
offer paid maternal leave that is independent of short-term disability or PTO – up slightly from last year’s 
results. Larger firms are more likely to offer paid leave: 63% of respondents over $20 million in revenue 
do so, compared with 43% of those with less than $5 million in revenue.
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REMOTE WORK & FLEXIBLE WORK ARRANGEMENTS

Does Your Company Have a Policy on Working Virtually/Remotely?
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Employee Benefits

Remote and hybrid work options have become entrenched in today’s employment landscape. A majority 
of respondents indicate that they offer remote work opportunities to either all or select employees, 
provided the role can be done remotely. An additional 13% allow remote work occasionally or on an as-
needed basis. Smaller firms with less than $5 million in revenue are more likely to restrict remote work, 
either prohibiting it entirely or allowing it only occasionally.

Nearly four out of five firms indicate they do not have plans to change their current remote or flexible 
work policies in 2025. However, more firms plan to scale back (13%) than expand (6%) hybrid or flexible 
work arrangements in 2025. Views on the benefits of remote and hybrid work are relatively mixed: 
28% reported improvements, 22% saw a decline, and half observed no significant change in employee 
productivity.
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In Addition to a Remote/Hybrid Work Policy, Does Your Organization Allow Any of the Following Flexible 
Working Arrangements (For Positions That Allow Them)? 
Multiple Responses Permitted
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Core and Flex Hours: Provide flexibility in arrival, 
departure, and/or mealtimes. Employees can 
modify their daily schedule as needed. Typically, 
there are core hours where everyone is expected 
to be working.

Customized Working Hours: The ability for 
employees to set a custom schedule. For example, 
a full-time employee can choose to work 7 am to  
4 pm every day, instead of more typical office 
hours. It’s expected that the employee will adhere 
to this schedule on a consistent basis.

Compressed Workweek: Ability to work a full 
work week in fewer than five days. For example, 
a full-time employee can choose to work four 10-
hour days per week with a three-day weekend. 

Employee Benefits

What Percentage of Your Workforce is Currently 
Working Remotely or on a Hybrid Basis?

How Has Remote/Hybrid Work Impacted Overall 
Employee Productivity?
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Other

Set Specific D&I Goals or KPIs

Establish a D&I Task Force or Committee

Create Employee Affinity Groups or 
Employee Resource Groups (ERGs)

Expand Recruitment Efforts

Provide Employees with Diversity 
Training or Educational Materials
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Employee Benefits
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DISCLAIMER
Marsh, Berry & Co., LLC. (MarshBerry) prepared this Study for informational purposes only. The following 
terms and conditions apply:

No Professional Advice. The Study is based on information contained in publicly available documents and 
certain other information provided to MarshBerry, and MarshBerry has not independently attempted to 
investigate or verify such information. MarshBerry has relied, without independent investigation, upon 
the accuracy, completeness, and reasonableness (as of the date of the publication), of such information 
and therefore has assumed no obligation to update, modify or amend this information or to otherwise 
notify a reader thereof in the event that any such information becomes outdated, inaccurate, or 
incomplete. Past performance is not necessarily indicative of future performance. This Study has been 
provided to the recipient with the understanding that MarshBerry is not rendering legal, tax, accounting, 
or financial advice. 

Limitation of Liability. MarshBerry does not assume any liability for the recipient’s use of this Study. 
MarshBerry cannot and will not be held responsible or liable for any damages of any kind arising from 
its use, including, but not limited to any direct, indirect, incidental, punitive, special, exemplary, and 
consequential damages. The recipient acknowledges that any reliance on the Study is at recipient’s  
own risk. 

Restricted Use and Confidentiality. The recipient is permitted to use this Study solely for their own 
internal purposes. The Study shall be treated as confidential, such that recipient must safeguard it 
from disclosure to unauthorized third-parties using at least the same degree of care, but in no event 
less than a reasonable standard of care, that recipient uses to protect its own confidential information. 
Redistribution, reproduction, or any other use of this Study, in whole or in part, without the express 
written consent of MarshBerry, is strictly prohibited.

Copyright and Licensing. This presentation and its contents are the intellectual property of MarshBerry 
and protected by copyright law. All rights are reserved. No license to use, reproduce, or distribute any 
part of this presentation is granted, except as expressly provided herein or by other written agreement 
with MarshBerry.

By accessing or using the Study, you agree to comply with the terms above. 

Investment banking services offered in the USA through MarshBerry Capital, LLC, Member FINRA and 
SIPC, and an affiliate of Marsh, Berry & Co., LLC.
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Perspectives for High Performance:
Transforming Your Firm Through Data

Through MarshBerry’s proprietary Perspectives for High Performance (PHP), 
MarshBerry analysts and consultants partner with your leadership to evaluate 
the holistic performance of your firm. 

With over 40 years of data, this apples-to-apples comparison of your financial and 
operational performance is used to help you:

• Discover weaknesses, opportunities, and areas in need of improvement.
• Identify trends that require immediate attention.
• Define actionable strategies that can integrate into annual strategic planning.
• Set agency, management, and departmental performance goals.
• Measure success with peer performance benchmarks.
• Receive seamless delivery through MarshBerry’s leading-edge Value Intelligence (VI) Portal.
• Keep informed of industry trends.
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Performance Benchmarking

Critical financial and productivity ratios are 
compared to the Average Performance and Best 
25% ratios of the group. Performance is ranked 
and weighted to determine a Performance 
Indicator Number, or PIN, which ranges from 
0 to 10. According to historical data, firms who 
perform well (e.g., have a high PIN) tend to have 
a higher agency value.¹ 

Data to Improve Your Business
PHP breaks down your performance into 
five key areas: 

Profit Perspectives
Analysis of income statement revenue and 
expenses on a line–by–line basis and highlights 
key profitability metrics to indicate the reliability 
of the earnings potential.

Equity Perspectives 
Proficiency in managing the balance 
sheet, including asset management and 
collection performance.

Growth Perspectives
Analysis of the firm’s sales engine and 
benchmarking producer performance.

Operational Perspectives 
A measure of the ability to leverage employees 
to sustain growth in earnings and set goals to 
improve employee productivity by department.

CEO Perspectives
Executive summary and overall performance 
indicator ranking based on 16 Key Ratios. These 
ratios offer a well–balanced representation of 
all the measurable disciplines are necessary to 
manage your insurance agency successfully.

¹MarshBerry proprietary financial management system Perspectives 
for High Performance (PHP), and MarshBerry valuation database. 
Past performance is not necessarily indicative of future results. 
Individual results may vary.

$21B+$21B+
in Aggregate Revenue and 
$105B+ in Total Premium 
Volume Represented2

40+40+
years of historical 
broker data

915+915+
unique ratios 
measured
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Source: MarshBerry proprietary financial management 
system Perspectives for High Performance (PHP). Growth 
is calculated as of 12/31/24 based on available data. 
Compound annual growth rates (CAGR) are calculated for 
Total Commissions & Fees per Employee and Net Revenues. 
EBITDA Margin growth is calculated as the percentage point 
change in EBITDA as % of Net Revenue. The average tenure is 
6.0 years. The Best 25% represented the performance of the 
top quartile of firms when stack ranked independently for 
each metric. Past performance is not necessarily indicative of 
future results. Individual results may vary.

EBITDA: Earnings Before Interest, Taxes, Depreciation, 
and Amortization
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Value Intelligence Portal

MarshBerry PHP subscribers have exclusive access to their data through the Value Intelligence 
Portal. The portal provides access to do real-time, deep comparative analysis, the ability to 
tap into a repository of operational tools and resources, and the capability to run scenarios to 
formulate plans that help them Learn, Improve, and Realize their firms’ full business potential 
and value.

Unlock Your 
Business Potential
Harness the power of data-
driven insights. By submitting 
your financial data, you gain a 
1:1 comparison with your 
peers. Discover where you 
stand and what industry 
leaders are doing differently 
to help you advance your 
business strategies.

Data-Driven Decision 
Making, Simplified
Empower your insurance 
brokerage with actionable 
insights. Compare your 
performance against similar 
firms and identify growth 
opportunities instantly. 
Whether it’s optimizing 
resources, making strategic 
investments, or streamlining 
expenses, you have tools to 
help you build, enhance, and 
sustain value.

Fast-Track Your 
Growth Trajectory
Informed decisions lead 
to rapid growth. Access to 
MarshBerry’s benchmarking 
tools place you ahead of the 
curve by providing real-time 
data on your industry peers 
and top performers. Gain the 
knowledge you need to steer 
your business toward success.



Global Reach. Local Expertise.

FINANCIAL ADVISORY

No two firms are the same. MarshBerry advisors are experts and understand the unique challenges and 
opportunities of mergers and acquisitions for insurance brokerages and wealth management firms. Whether you 
want to expand your market share, diversify your offerings or position your brokerage for growth, MarshBerry is 
here to help.

MANAGEMENT CONSULTING

MarshBerry is your strategic ally for growth. Whether you are looking to maximize opportunities through an agency 
network, gain perspective from peers, or coach and develop the next generation of leadership MarshBerry offers 
the solutions to fit your needs.

MARKET INTELLIGENCE

In knowledge–intensive industries business intelligence provides vital support to organizational value. MarshBerry’s 
thought leadership, extensive proprietary analytics and custom research, rich industry data, best practices, and 
hands–on practical applications helps you formulate business strategies to drive profit and increase the value of 
your firm.

THINK FORWARD. THINK MARSHBERRY. 

MarshBerry Is the Only Business Advisor You Need.
MarshBerry is your trusted advisor for every stage of ownership —  
from formation to growth to liquidity.

Whether you are looking to organically grow your firm, grow through partnering or acquiring other firms, or 
have reached the pinnacle for your firm and are ready to sell, MarshBerry has a suite of solutions to help you 
achieve your goals. MarshBerry offers the only holistic platform powered by advanced data science to establish 
benchmarks, measure success, and advise through business consulting and investment banking.

MarshBerry’s industry–specific services help Insurance Brokerage, Wealth Advisory, and Distribution 
Services clients build, enhance, and sustain value through:

U.S. Headquarters
28601 Chagrin Blvd.,  
Suite 400 
Woodmere, OH 44122 
440.354.3230 

MARSHBERRY.COM

European Central Office
De Lairessestraat 137-143
1075 HJ Amsterdam  
The Netherlands
+31.20.218.7800

MARSHBERRY.COM/EU

MarshBerry is your trusted advisor for every stage of 
ownership for the insurance distribution, wealth and 
retirement plan advisory markets. 

Get the conversation started and contact 
MarshBerry to begin charting your path.

04/2025
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1Completed sell side transactions in U.S. merger & acquisition transactions in insurance brokerage 1999 -2024 in which a financial advisor was used; Ranked 
by Total Number of Deals as of 1/14/25. 2These totals include certain transactions completed by MarshBerry professionals while employed at another firm, 
whereby substantially all of the assets were acquired by MarshBerry. Total completed buy and sell side global transactions as reported by S&P Global Market 
Intelligence. This data displays a snapshot at a particular point in time each year, of the total number of buy side and sell side deals as reported by S&P Global 
Market Intelligence. It has not been updated to reflect subsequent changes, if any. 3These totals include certain transactions completed by Marsh, Berry & 
Company, LLC professionals while employed at another firm, whereby substantially all of the assets were acquired by Marsh, Berry & Company, LLC. Total 
completed buy and sell side insurance brokerage transactions in the U.S. only as reported by S&P Global Market Intelligence. 4Based on maximum earn out 
value for deals closed globally; MarshBerry advised deals through 12/31/24. 5Transaction value based on realistic earn out value for deals closed 1/1/08 through 
12/31/24 in which MarshBerry was the advisor.

There are clear advantages to partnering  
with MarshBerry.

Total Number of Transactions  
Completed by MarshBerry Globally 
in 2024

Benefit Agency Transactions with 
More Than $4.5B of Transaction 
Value Advised on Since 20085

Valuations Completed 
Since Inception

Diagnostic and Confirmatory Due 
Diligence Projects Since 2004 

Bank–related Insurance M&A 
Transactions Since 1997

In Advised Transaction Value  
(2012–2024)4

M&A Transactions Since 1995 with 
the 100 Largest Brokers of U.S. 
Insurance Business as Identified 
by Business Insurance

173

300+

3,950+

600+

230+

$31B

25%

950+

INVESTMENT BANKING EXPERTISE IN THE U.S. AND ACROSS EUROPE

#1
M&A Sell Side Advisor  
(1999–2024) as Tracked by  
S&P Global Market Intelligence1

Total M&A Transactions Advised 
on Since 19992

1,340+

Total Advised & Tracked M&A 
Deal Flow Receiving Advisory 
Credit Since 1999 as Reported by 
S&P Global Market Intelligence3

The Proof is in the Numbers ... 



EXECUTIVE PEER EXCHANGE

C-Suite Membership | Advisory Board

MANAGEMENT CONSULTING

Strategic Planning | Executive 
Development | Sales & Talent Solutions

INVESTMENT BANKING 

Mergers & Acquisitions | Capital Raising 

AGENCY NETWORK — FIRSTCHOICE

Enhanced Revenue | Education |  
Market Access | Technology & Resources

MARKET INTELLIGENCE

Performance Benchmarking |  
Thought Leadership

DRIVE VALUE

Charting Your Path to Learn, Improve and Realize Maximum Performance.

Executive Networking Summits

Detailed Benchmarking (PHP — Perspectives for High Performance)

Market Insights & Trends

Access to MarshBerry Consultants

Strategic Business Planning

Perpetuation Planning

Valuations

Executive Coaching

Producer Sales Training

Workforce Lifecycle Tools

Sell Side Advisory

Capital Markets
• Equity Capital Issuance
• Debt Capital Raising

Buy Side Advisory

Quality of Earnings

Confirmatory Due Diligence

Broker Formation

Employee Stock Ownership (ESOP) Formation or Dissolution

Top-tier Profit Sharing

Benchmarking

Annual Planning

Tech Enablement

Risk Placement Services

Performance and Peer Benchmarking Based on:
• Profit and Loss
• Balance Sheet
• Organic Growth and Sales Velocity Results

• Staffing and Productivity

Proprietary and Custom Analytics

Market Insights and Business Intelligence

Proprietary Market Reports, Research, Events, & Forums



Whether you are looking to organically grow your firm, 
grow through partnering or acquiring other firms, or 
have reached the pinnacle for your firm and are ready 
to sell, MarshBerry has a suite of solutions to help you 
achieve your goals.

MarshBerry provides the only comprehensive platform 
that integrates proprietary advanced data science to 
measure success, benchmark performance, and deliver 
strategic guidance through business consulting and 
investment banking.

READY TO TAKE THE NEXT STEP?  
PARTNER WITH MARSHBERRY TODAY.

Investment Banking Management Consulting Executive Peer Exchange Agency Network 
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Your Trusted Advisor 
in the Insurance  
Brokerage & Wealth 
Management Industries

GLOBAL REACH. LOCAL EXPERTISE.

U.S. Headquarters
28601 Chagrin Blvd.,  
Suite 400 
Woodmere, OH 44122 
440.354.3230 

MARSHBERRY.COM

European Central Office
De Lairessestraat 137–143
1075 HJ Amsterdam  
The Netherlands
+31.20.218.7800

MARSHBERRY.COM/EU

Market Intelligence




