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Percentage of Wage and Salary Workers Ages 21-64 Who Participated in an Employment-Based
Retirement Plan, by Annual Earnings and Employer Size (Number of Employees), 2024
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100% m<10 =10-24 m=25-99 m100-499 =500-999 1,000+ =Public Sector 2
S0 g 5 8
P @ 9
CRBC 80% 2 ~ gf e «
2 = 2 3
70% ° 2 % 8 <
I o U R I | N E I < 28 g
60% % X © o
N o>
) o y »
50% " % i ﬁ 2"_
BN R © 5
40% <+ o~ w @ s ™
3 § 8.0 g
TAXES | BUDGETING & SAVING | CAREER SUCCESS | HOME OWNERSHIP | INSURANCE | 30% 2 % 2 3 3
RETIREMENT PLANNING | COLLEGE PLANNING | SURVEYS | YOUR MONEY | MONEY 101 NE - 2 p g @ ® ®
/o ® > -
SMARTER BY MAKE IT | CNBC GLOBAL FINANCIAL WELLNESS ADVISORY B¢ Ko g <
10%
“m o []
Less Than $20,000 $20,000-$39,999 $40,000-$74,999 $75,000 or More

YOUR MONEY Retirement Plan Participation by Income (2018-2024)

. 801 o ———= @ * —,—
K-shaped economy looks more like

‘jaws of a crocodile, economist says: |
I i ./A/'\o—o\.\.
What’s widening the gap

—8— Less than $20k

—— 20k-29,999

50 { —— 30k-39,099 //*_d‘\.\“\_,

—e— 40k-49,999
—— 50k-74,999
404 —8— $75k+

o———O’——'/'_\—'/‘\.

W
NTe— TT——

2018 2019 2020 2021 2022 2023 2024
Year

Participation Rate (%)

30 A

87.7%

EBRI Eﬁ&?&ﬁ?ﬁ?ﬁ?ﬂm CONFIDENTIAL — DO NOT FORWARD © Employee Benefit Research Institute




Saving for retirement vs. managing debt )
...about half of workers and a quarter
= CNBC MaRKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB ~ PRO - LIVESTRE Q) of retirees agree that debt is
negatively impacting their ability to
save or live comfortable in retirement.”

YOUR MONEY

Higher-income American consumers are showing
signs of stress

PUBLISHED MON, JAN 27 2025.1:31 PM EST | UPDATED TUE, JAN 28 2025.6:32 AM EST . . . .
More retirees and workers agree that retirement savings is not
Stephanie Dhue - Sharon Epperson . . . .ge
6 orsTEPHANIE-DHUE/ () o/IN/SHARONEPPERSONCNEC a priority for their families than last year.

@STEPHANIEDHUE

Retirement Savings is Not a Priority Relative to Current Family Needs
(2025 Workers n=1,042; 2025 Retirees n=1,005)

New EBRI & JPMC Personal Finance Research Homer o “ -
Report Finds Increases in Health Care and Home Ce T | e A e T [ -
Expenses in Households With Defined
Contribution Loans .
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Washington and Retirement Policy
Workers Who Participated in an Employment-Based Retirement Plan
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Source: Employee Benefit Research Institute estimates of the 2025 March Current Population Survey.
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Washington & Retirement Policy
Eligible for Savers Match — Summary (in millions Saver's Match—Eligible Contributors by

Income

Potential Number of Individuals Eligible for the Saver's
Eligible Contributors (millions)

Match ]
$50|(—S75k

83.8 (would include some without  saoc-gsox |
| |

All Returns wage income) 230k-540k |
$25k—530k

W-2 69.0 (only those with W-2 income)  s20k-s2sk |
S$15k—=520k
$10k-$15k |

Potential Number of Individuals Who Would Have Been $5k-510k r
Able to Use the Saver's Match by Contributing to an Poosk
Employer Plan or an IRA

0 1 2 3 4 5 6 7 8
Total eligible contributors: 21.9 million | Largest group: $50k=575k income

Employer Plan Contributions 18.9
Traditional IRAs* 1.0
*
Roth IRAs 2.0 AGI cutoffs for the Saver’s Match:
Single and married filing separately: $35,500 (phase-out range:
Total 21.9 $20,500 to $35,500).
Married filing jointly: $71,000 (phase-out range: $41,000 to $71,000).
Source: EBRI estimates using IRS-SOI tabulations and the EBRI Integrated 401(k) Plan/IRA Database. Head of household: $53,250 (phase-out range: $30,750 to $53,250).

*Excludes those also with a 401(k) plan.
“Sizing the Market for the Saver’s Match,” EBRI Issue Brief, no. 602 (Employee Benefit Research Institute,
February 29, 2024).
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Retirement accounts and leakage

‘ : ‘ Search quotes, news & videos Q WATCHLIST

Figure 12
Three-Fifths View Their HSA as a Savings Account

= MARKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB — PRO
How do you view this accounte
Has an HSA

PERSONAL FINANCE

Retirement law lets employers pair )
emergency savings and 401(k)s, but
few are doing so .. I

PUBLISHED SUN, FEB 15 2026.9:30 AM EST | UPDATED SUN, FEB 15 2026.9:49 AM EST

yahoo/finance

When raiding your retirement to pay off

debt might be a good idea
Credit card debt is on the rise. If you're in or nearing retirement, T'wo-Thirds of Enrollees With an HSA

should you tap your savings to wipe it out? Were USillg it to Pay For Current or
Near-Term Out-of-Pocket Expenses
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Innovation
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DC Plan evolution — Alternative assets, guaranteed income

Search quotes, news & videos Q WATCHLIST ‘ |

‘ < Search quotes, news & videos Q WATCHLIST
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= MARKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB'  PRO @ LIVE

THE NEW ROAD TO RETIREMENT

= MARKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB  PRO

CNBC

INSIDE Wealth

THE NEW ROAD TO RETIREMENT

More retirement plans will soon have
annuity options amid what one money
weroe weniTH manager calls ‘the silent crisis of

What the retail boom in alternative financial insecurity’
assets means for risk, liquidity and
portfolio allocation

INSIDE ALTS | FAMILY OFFICES | HIGH-NET-WORTH INVESTING | ADVISORY BOAR

T s —-=—-= More than 4 in 5 workers are interested in purchasing a 7 in 10 workers are interested in purchasing longevity
lifetime income product with their retirement savings. insurance, which is significantly more than when last asked in
2020.
Interest in Purchasing a Monthly Income Product with Retirement Savings : . . . . .
(Participating in workplace retirement plan: 2025 Workers n=489) Interest I(I;; :;;g ng:r;guggI;?r;gzesv\:vzgzri:ic;r(')‘jze 2?251:522?:1:58"7; Savings
mVery interested Somewhat interested Nof interested mAready own this product

83%

Interested
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Social Security

CNBC

Search quotes, news & videos Q WATCHLIST ‘ |

7 in 10 retirees are concerned about the U.S. government

system.

— JOIN
— MARKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB PRO LIVE

PERSONAL FINANCE

making significant changes to the American retirement

Retirees’ Concern Surrounding Scenarios Impacting Retirement

(2025 Retirees n=1,005)

Somewhat concerned

Social Security has ‘no bankruptcy or sveryconcanas  aso

COIIapse in the cards,’ economist says The U.S. government making significant changes to the
American refirement system

— but benefits may change

EBRI

EMPLOYEE BENEFIT
RESEARCH INSTITUTE

Increasing cost of living will make it harder for you to save m

T in 2024)

Among workers concerned about changes to the retirement
system, 6 in 10 are concerned about Social Security benefit

reductions.

Top Worker's Concerns About Changes to American Retirement System
(Concerned about the U.S. government making changes fo the refirement system: 2025 Workers n=840)

Changes that would reduce your Social Security retirement _ 60%
benefit °
Increase to the age at which you would qualify for _ 499,
Social Security or Medicare °
Changes that would reduce your Medicare benefit _ 42%
Increased taxes for Social Security _ 39%

11

© Employee Benefit Research Institute



Culture shift — 401(k)s are cool!

( :(: Search quotes, news & videos WATCHLIST f} | SIGNIN

IN

— Jol JoiN
— MARKETS BUSINESS INVESTING TECH POLITICS VIDEO INVESTING CLUB PRO LIVESTREAM

PERSONAL FINANCE

\()G' E' First the quarter zip, now a ’401(k)
mullet’ — what Gen Z trends say about

the economy

PUBLISHED SAT, FEB 7 2026-.9:30 AM EST | UPDATED SAT, FEB 7 2026.11:02 AM EST

T-Pain &
November 18, 2025 - /2 Club Husband - T-Pain - @

401k and a quarter zip

Photo: Getty Images

HAIR

All the Hottest Guys Have the 401k Mullet

BY CHRISTIAN ALLAIRE
January 21, 2026
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2026 Workplace Outlook: 11 Trends
Shaping Future of Plan Design

Jason Jagatic
Fidelity




Pushing through Uncertainty

2026 Workplace Outlook: 11 Trends Shaping the Future of Plan Design

EBRI / Milken Institute Retirement Symposium | March 19, 2026
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Before the bridge

85% growth Bridge to and for
(1900-1930)1 the future

Isolated & s it even
constrained possible?

17 1. Century, excerpt from San Francisco 1865 —1932;.Chapter 3 “Life and Work”, publication year 1986


http://www.foundsf.org/Downtown_Scenes_Early_20th_Century
http://www.foundsf.org/Downtown_Scenes_Early_20th_Century

The engineering challenges were extraordinary

Toppling winds

Unprecedent foundation depths

The Great Depression




Leaders chose to act anyway — despite the lack of clarity

.-' SRS —— _. =
R . = —
~ .‘. ¢ }“t"'

-~

- ‘noy

« - s

B
Y-
- - -
e e
~ > A~

Innovations only because work
had begun:

* A new kind of suspension cable
* Pioneering safety practices

* Brand-new aerodynamic engineering
concepts




A symbol of what is possible

Taking action created the clarity. Momentum fueled the innovation.

The retirement industry is in a similar state — ready for the next level of growth.

20



The retirement analogue

Transition to decumulation
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Jason Jagatic
Head of Workplace Research & Thought Leadership

* Benefits Experts, Behavioral Scientists,
Researchers, Storytellers

* Largest record keeper: ¥~50 M Americans and 30K
clients




It all starts with understanding the current state

11 trends shaping the future of plan design

2026 Workplace Outlook

https://fidlink.info/4s
ObtAD ¢ Fidelity
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Participation &
Engagement Trends
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Growth of auto enrollment (AE) is driving higher plan participation

Growth of Auto Enrollment rates over time * 45% of plans use AE (up 25 percentage
points over the past 15 years.)

60%

* Expect rise in the coming years. SECURE
2.0 requires new plans to auto enroll
employees, as of 2025

40%

* Employers without auto solutions
should consider optimizing their plan’s
design to remove friction for employees.

20%

0%
2010 2015 2020 2025

—9% plans using AE

Source: Fidelity recordkept data, auto solutions analysis as of September 2025.



Engagement is an important additional consideration

e Defining engagement levels

Unengaged: No contact in at least
12 months

Engaged: Basic service and transactions via
NetBenefits® website or inbound phone
contact

Highly engaged: Engagement with financial help
via digital and live/virtual education, tools, and
planning

27 Source: Fidelity recordkept data, auto solutions analysis as of September 2025.

Engagement level by enroliment type

m Highly Engaged

W Engaged

Unengaged

44%

8%

Auto enrolled Participants who
participants proactively enrolled
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Pairing education & auto solutions
for higher participation and engagement

Average Participation is the first
balance for engaged employees is step, but engagement is
the goal.

>2.5x

: Nearly 60% of Fidelity
higher than

Ea T — participants are highly
employees engaged.

Source: Fidelity recordkept data, contribution analysis as of September 2025.

Engaged
employees are

>3X

More likely to have 3
months’ worth of
emergency savings




O NON6O

Section 02:

Balances &
Contribution Trends
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Average contribution rates have reached near-record highs

Employee and employer combined deferrals

13.9% 13.9%
13.4%
12.9%
11.7%
11.6% 11.6% ;‘\
11.3%
10.8%
2017 2019 2021 2023 2025
——Corporate DC deferrals (e.g., 401(k)) —Tax-exempt market deferrals (e.g., 403(b), 457)

Source: Fidelity recordkept data, contribution analysis as of September 2025.

Average employee
contribution:

Average employer
contribution:

Average employee
contribution:

Average employer
contribution:

9.5%

4.7%

8.5%

3.2%



Strategic auto-enrollment default rates and automatic increase
programs (AIP) drive greater retirement readiness

Most popular match formulas

16.1%

100% to 3%, 50% next 2% 100% up to 4% 100% up to 5% 100% up to 6%

B % of plans offering that match formula

@ Match formulas have consolidated, with the top 4 formulas now representing 78% of all retirement

plan match structures. All of these formulas qualify as Safe Harbor designs.

3l Source: Fidelity recordkept data, match analysis as of September 2025.



Roth adoption is growing across the workforce

Most plans offer Roth: Employee engagement matters more than age:
Nearly 95% of plans now offer a Roth 401(k) option, Engaged employees are 4.5x more likely
driven in part by SECURE 2.0 requirements? to take advantage of a Roth option?

engaged | -
Unengaged -5%

B % of employees utilizing Roth

2020 2025
m Offering Roth M No Roth option Overall average Roth 401(k) adoption rate: 17.5%

1.  Fidelity Investments Q3 2025 401(k) data based on 26,000 corporate DC plans and 24.8 million participants as of September 2025. These figures include the advisor-sold market but exclude the tax-exempt
market. Excluded from the behavioral statistics are nonqualified defined contribution plans and plans for Fidelity’s own employees.

32
2.  Fidelity record kept data, Roth 401(k) participants analysis as of September 2025.
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Section 03:

Withdrawal Trends




Early withdrawals continue to rise across DC plans

Hardship withdrawals have risen over 2% since 20211

74% of hardship withdrawals amount to

less than $2,0002.
0 5.7%
% réé 5.0%
=3 4.4%
£ g ° The top 3 reasons (Foreclosure/Eviction
E 2 3.5% Avoidance, Medical Costs, and
& %D Education) account for nearly 75%?2
o C
5 <
Employees without adequate
emergency savings are 5x more likely to
2021 2022 2023 2024

initiate a hardship withdrawal?.

——Hardship withdrawals

1.  Fidelity recordkept data, loan and hardship utilization analysis as of December 2024.
34 2.  Fidelity recordkept data, DC hardship withdrawal analysis as of August 2025.



SECURE 2.0 withdrawals show no significant rise in plan leakage yet

»25,000 Although transactions are increasing, total money out remains flat! =

$20,000 4%

$15,000 3%

$10,000 2%
SECURE 2.0 live

$5,000 1%

R — - - 0%

Jan-21 Apr-21 Jul-21 Oct-21 Jan-22 Apr-22 Jul-22 Oct-22 Jan-23 Apr-23 Jul-23 Oct-23 Jan-24 Apr-24 Jul-24 Oct-24 Jan-25 Apr-25 Jul-25

EE Average money out per transaction (hardships, BN Transaction volume BN Total money out
in-service withdrawals, loans, and SECURE 2.0 withdrawals)

Almost 9K plans have adopted SECURE 2.0 withdrawals with more than 18M eligible participants.

One and a half million withdrawals have been taken across 6K plans and 566K participants.

35 Fidelity recordkept data, SECURE 2.0 withdrawal analysis as of August 2025.
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Section 04:

Investments &
Broader Benefits




Sponsors have been honing their investment plan lineups
over the past decade

-27%

Medi ber of - 7%
! edian numbero 23 . 2 . . | -
investments 19 AU Y 19 19 18 18 18 -
offered in 401 (k) 16 16 s
plans, by plan size
in assets
B 2015 B 2025
\
2 5> 5(90 5’\00 g)fog )

However, 27% of plan sponsors state that they intend to increase the number of investment

options in their lineups in the next 12 months.

Fidelity Investments 401(k) data as of June 30, 2025. These figures include the advisor-sold market but exclude the tax-exempt market.



Target Date Funds (TDFs) remain the dominant investment option in 401(k)
plans

% of 401(k) participants holding 100% or 0% equity

14.7%

12.0%

Portfolio diversification has
improved

95%

9.1%

Of plans use target date
funds (TDFS) as the
Qualified Default
Investment Alternative
(QDIA)

2014 2016 2018 2020 2022 2024 2025
W 100% equity  ® 0% equity

Fidelity Fidelity Investments 401(k) data as of September 30, 2025. These figures include the advisor-sold market but exclude the tax-exempt market. Data represent all TDF vehicles (e.g., mutual funds, CITs, separate
managed accounts). Diversification and asset allocation do not ensure a profit or guarantee against loss.



Going beyond DC plans

Offering more than a DC plan could drive better outcomes for Fidelity participants and plan sponsors.

1. Healthier savings behaviors | 2. Higher participation rates | 3. Higher engagement levels

Percentage of participants Percentage of
actively contributing to a retirement plan in participants highly
the last 12 months engaged with Fidelity

Average participant
contribution rate

Participants
with only a

DC plan

Participants with
multiple benefits
(Health, Equity,

Emergency Savings)

Fidelity recordkept data on 16.9 million participants who utilized a single product DC compared to 4.4 million participants who utilized more than 1 product. Products include DC, HSA, Stock Plan Services, Fidelity Goal Booster™™ (funded account), Student Debt (direct and
39 benefit choice), DB (future benefits or currently in pay), nonqualified plans, health & wellness (Fidelity health benefits clients only), and Executive Services. Data as of June 30, 2025.
* Highly engaged participants engaged with financial help via digital and live/virtual education, tools, and planning within the past year.



Key considerations as we “bridge” to the future of retirement

Continue to drive
access & engagement

Support those in
retirement

& @ > *

Balance short-term Continue to provide Provide Automatic, but Continue public-private Consider individuals’
and long-term for safe harbors and clear Personalize-able partnerships holistic needs
savers guidance to Experiences

employers

40
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Thank You!




Learn more

11 trends shaping the future of plan design

2026 Workplace Outlook

https://fidlink.info/4s
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Disclosures

For plan sponsor and investment professional use only.

Unless otherwise expressly disclosed to you in writing, the information provided in this material is for educational purposes only. Any viewpoints expressed by Fidelity are not intended to be used as a primary basis for your
investment decisions, are based on facts and circumstances at the point in time they are made, and are not individualized or particularized to you, your plan, or your plan’s participants or beneficiaries. Accordingly, Fidelity and its
representatives are not acting in a fiduciary capacity, and nothing in this material constitutes impartial investment advice, under or within the meaning of the Employee Retirement Income Security Act of 1974 or the Internal
Revenue Code of 1986, both as amended, or any regulations or other guidance thereunder. Fidelity and its representatives may have a conflict of interest in the products or services mentioned in this material because they have a
financial interest in the products or services and may receive compensation, directly or indirectly, in connection with the management, distribution, and/or servicing of these products or services, including Fidelity funds, certain
third-party funds and products, and certain investment services.

Fidelity does not provide legal or tax advice. Before making any investment decisions, you should consult with your own professional advisors and take into account all of the particular facts and circumstances of your individual situation.

Fidelity and its representatives may have a conflict of interest in the products or services mentioned in these materials because they have a financial interest in them and receive compensation, directly or indirectly, in connection with the management, distribution, and /or
servicing of these products or services, including Fidelity funds, certain third-party funds and products, and certain investment services.

Keep in mind that investing involves risk. The value of your investment will fluctuate over time, and you may gain or lose money.

Views expressed are as of January 2026, based on the information available at that time, and may change based on market or other conditions. Unless otherwise noted, the opinions provided are those of the speaker or author and not necessarily those of Fidelity
Investments or its affiliates. Fidelity does not assume any duty to update any of the information.

Target date investments are generally designed for investors expecting to retire around the year indicated in each investment’s name. The investments are managed to gradually become more conservative over time. The investment risk of each target date investment
changes over time as the investment’s asset allocation changes. The investments are subject to the volatility of the financial markets, including that of equity and fixed-income investments in the U.S. and abroad, and may be subject to risks associated with investing in high-
yield, small cap, and foreign securities. Principal invested is not guaranteed at any time, including at or after the investments’ target dates.

Screenshots are for Illustrative Purposes Only.

Diversification and asset allocation do not ensure a profit or guarantee against loss.

Fidelity, the Fidelity Investments logo, and NetBenefits® are registered service marks of FMR LLC.
Fidelity Brokerage Services LLC, Member of NYSE, SIPC, 900 Salem Street, Smithfield, R 02917.
National Financial Services LLC, Member NYSE, SIPC, 245 Summer Street, Boston, MA 02110.

Fidelity Distributors Company LLC, 500 Salem Street, Smithfield, RI 02917.
© 2026 FMR LLC. All rights reserved.
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Panel Discussion: Innovations and FinTech
Developments that Help Savers Help Themselves
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Micruity Savvly

Jeffrey Snyder
Broadcast Retirement
Network
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SAVVLY

Retirement Savings

$$$ Age 80 | Age 85 [ Age 90 [ Age 95
‘ |

$$

Longevity

Traditional Retirement Assets Benefit

$
40 45 50 55 60 65 70 75 80 85 920 95 100



Networking Break
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Optimizing Retirement Accounts: HSA, Roth,
In-Service Rollover, IRA, Lost Accounts

Romi Savova Debby Moorman Jason Herman Rich Linton
PensionBee Inspira SecureSave Empower




EBRI Research Presentation and Table Dialogue:
Intersection of Saving and Spending

A

Craig Copeland
EBRI




Impact of Credit Status on
401(k) Plan Behavior:

. Integrating Credit Bureau and
EBRI RESEARCH INSTITUTE 40 1 (k) Plan Da ta

Craig Copeland, EBRI



Background

* Financial factors outside of a defined contribution (DC) plan can have a
significant impact on what happens within the plan. A better understanding
of what affects participant behavior can allow for interventions to help
alleviate this impact.

* This work builds on joint research between EBRI and J.P. Morgan Asset
Management focused on spending and DC plan behavior. This analysis
allows for the complete examination of workers’ credit histories to
understand how point-in-time credit status as well as status changes over
time are correlated with different outcomes within DC plans.

« Matched 401(k) plan participant data with credit information from
Transunion, with all data being at the end of the respective year, are used in

this analysis.

EBRI grgumer Preliminary Results

50




Outline

Cross-Sectional Results

« Contribution rates and plan loans by credit scores
« Contribution rates and plan loans by credit card utilization

Longitudinal Results (three-year period)

« Credit score changes after plan loans
* Plan loans after changes in credit card utilization
« Contribution rates and plan loans after a mortgage delinquency

Takeaways

EBRI grgumer Preliminary Results

51




CREDIT SCORES

EBRI

EMPLOYEE BENEFIT
RESEARCH INSTITUTE
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800

700

600

500

400

300

Credit Scores of Active 401(k) Plan Participants, by Age and Salary

Interquartile Range, by Salary
810

797
779
747
712
662
627
601

795

739

648

All <$45k  $45k-<$65k $65k-<$100k $100k+
Note: Credit scores range from 300-850.

Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.

EBRI

EMPLOYEE BENEF(T
RESEARCH INSTITUTE

800

700

600

500

400

300

Interquartile Range, by Age

764

717

632

20s

778

720

630

30s

790

728

634

40s

801
657

50s

812

700

60s
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Average and Median 401(k) Plan Contribution Rates, by Credit Scores

12.0%
10.2%

10.0%
8.1% 8.0%
8.0% 5.8%
6.1% ’ 6.4%
(o)
6.0% 5.4% . 5 29, 5.7%
5 ]

4.0%

2.0% I

0.0%

Subprime (300-600) Near Prime (601-660) Prime (661-720)  Prime Plus (721-780) Super Prime (781+)

m Average Contribution Rate Median Contribution Rate

Source: EBRI Integrated 401 (k) Plan and Credit Bureau Database.

EBRI g Preliminary Results o



Percentage of 401(k) Plan Participants Who Have an Outstanding 401(k)
Plan Loan Balance, by Credit Scores

40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
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35.9%

28.9%
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12.7%
5. 7%

Subprime (300-600) Near Prime (601-660) Prime (661-720) Prime Plus (721-780) Super Prime (781+)

m Percentage With a 401(k) Plan Loan

Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.
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CREDIT CARD UTILIZATION
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Credit Card Utilization Rates of Active 401(k) Plan Participants, by Age

and Salary

Credit Card Usage, by Salary Credit Card Usage, by Age

100% 100% 5

oo, 118% 1579 146%  109% : oo 13.9% 14.4% 13.1% 9.9%
80% 80%
70% 70%
60% 60%

27.5% 0 .69 0

s0% 183%  122% 4459,  18.8% i s [108% 47A%  qggy |00
40% 40%
30% 30%
20% 20%
10% 10%
0% 0%

Al <$45k  $45k-<$65k $65k-<$100k  $100k+ 20s 30s 40s 50s 60s
m<10% =10%-<25% m25%-<50% ®50%-<75% m75%-<90% = 90%+ m<10% #10%-<25% ®™25%-<50% m50%-<75% ™75%-<90% =90%+*

Source: EBRI Integrated 401 (k) Plan and Credit Bureau Database.
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Average and Median 401(k) Plan Contribution Rates, by Credit Card Utilization

12.0%
10.0% 9.6% 9.1%
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0.0%
<10% 10%-<25% 25%-<50% 50%-<75% 75%-<90% >=90%
m Average Contribution Rate Median Contribution Rate

Source: EBRI Integrated 401 (k) Plan and Credit Bureau Database.
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Percentage of Active 401(k) Plan Participants Who Have an Outstanding 401(k) Plan
Loan Balance, by Credit Card Utilization Rates

50.0%
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35.0%
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44.0%
36.3%
29.3%
21.4% I
25%-<50% 50%-<75% 75%-<90% >=90%

m Percentage With Outsatanding Loan Balance

Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.

EBRI EMPLOYEE BENEFIT
RESEARCH INSTITUTE

Preliminary Results

59




LONGITUDINAL RESULTS
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Median Credit Score, by Plan Loan Status in 2022, 2021-2023

800 757 760 765
700 664 655 649 658 654 648 678 673 674
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60

(@)
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Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.
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Distribution in the Changes in Credit Scores 2021-2023, by Plan Loan
Status in 2022

100%
90%
80%
70%
60%
50%
40%
30%
20%
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0%

18.2%

9.1% 8.9% ik

New Loan in 2022, but No New Loan in 2022 and a Loan in 2022, but Not a New No Plan Loan
Loan in 2021 Loan in 2021 One in 2022

® Increase in Credit Score Credit Score Unchanged m Decrease in Credit Score

Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.
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Plan Loan Incidence and Median Credit Card Usage in 2023, by Change
in Credit Card Utilization (2022-2021)

90% 18.9% 20.0%
o 7% 18.0%
o 14.8% 16.0%
70% 63%
50% 14.0%
12.0%
50%
10.0%
40%
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o
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Change in Credit Card Utilization (2022-2021)

mm Credit Card Usage-New Loan Credit Card Usage-No New Loan —New Loan Incidence
Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.
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Likelihood of Plan Loan Being Taken or Contributions Being Reduced®* in 2023, by
Mortgage Delinquency Status at Year End 2022

35.0%
30.0% 29.2%

25.0%

20.0%

16.9%

15.0%
11.5%

11.5% 10.9%
7.0%

10.0%
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0.0%

Mortgage Delinquency in Last 4 Mortgage Delinquency Longer Ago No Mortgage Delinquency
Months of 2022 Than the Last 4 Months of 2022

® New Plan Loan in 2023 Reduced Contributions in 2023

*Reduced contributions are a larger than a 1-percentage point reduction in the contribution rate.
Source: EBRI Integrated 401(k) Plan and Credit Bureau Database.
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Takeaways

« Understanding what financial factors outside of defined contribution plans impact contributions, taking
plan loans, and other plan behaviors is critical in addressing the barriers to save and to preserve
assets for retirement.

« The credit status of workers is strongly correlated with both the level of contributions and the likelihood
of taking plan loans.

« Specific credit metrics such as the level of credit card utilization and the incidence of a mortgage
delinquency signify the likelihood of a plan loan occurring.

* Plan loans are most likely to occur among workers with either improving or declining credit scores,
showing that they can be part of a solution to improve credit scores or can be a last resort.

* Preparing for retirement is not just about what is accumulated in retirement accounts, but also the
overall finances of workers. ldentifying the indictors of lower likelihoods of accumulating assets can
help with the better design of financial wellbeing programs to help workers improve their finances and
save for retirement.
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EBRI

Motivation

Wealth is a key indicator of financial security and retirement readiness.

Comparing the Millennials, Generation X and the Baby Boomers at the same ages
shows both how much wealth they are accumulating and how ownership and levels of
specific assets and debt may differ.

These differences matter for policymakers, retirement plan sponsors, and the financial
services industry.

As a result, this research helps inform better policy, benefit design, and financial well-
being decisions.
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EBRI

Overview

Generational Comparisons of Family Net Worth, Assets & Debt Between:

» Baby Boomers (born 1946-1964)
» Generation X (born 1965-1980)
* Millennials (born 1981-1996)

Results are taken from the following waves of the Survey of Consumer
Finances, fielded every 3 years (results are in 2022 dollars):

« Baby Boomers: 1989
« Generation X: 2007 Family reference person aged 27-41

 Millennials: 2022

** Note results are a ‘snapshot in time’. Net Worth does not include the value of Defined Benefit plans, which were

much more common for earlier cohorts, or Social Security. All results are reported in 2022 dollars.
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EBRI

Median Net Worth, Assets and Debt

$300,000
$253,178 $259,798

$250,000
$200,000
$163.051
$141,440
$150.000 $129.016
98,960
$100,000 ¢
$73.138
$59.894 $57.640
$50.000 . .
$0

Networth Assets Debt

m Baby Boomers Generation X m Millennials

2022 Dollars

Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. Net Worth is for the full sample; Assets & Debt
include only families who held assets and/or debt. Median values are in 2022 dollars.
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2022 Dollars

EBRI

Median Values of Net Worth, by Income Quartile

$500,000
$450,000
$400,000 $379.93
$350,000
$300,000
$250,000
$200,000
$150,000 $129 5775139,200

$107,901
SUDLHY $64,400
$50,000 $34,192¢32 29
$2.306 $7,441 $9,060 -$
$0 - I
1st Quartile 2nd Quartile 3rd Quartile 4th Quartile
m Baby Boomers Gen X = Millennials

$450,780

$295,345

Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. These comparisons are made given
the income distribution within that generation, not an absolute cut-off between generations. Median values are in 2022
dollars.
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Ownership of Select Assets
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Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances
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Median Values for Select Asset Categories, Given Asset Ownership

$120,000 $112,600

$100,000

$83,284
$80,000 $78,390

$60,000

2022 Dollars

$40,000 508 620 532740

$20,715 $21,674
H2000 $12,450

$10.145 .
. 1B -

Account-Based Retirement Stocks Home Equity

m Baby Boomers Generation X  m Millennials

Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. Stocks include equity held in both
retirement accounts and non-retirement accounts Estimates are given asset ownership and in 2022 dollars.
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EBRI

Median Retirement Account Balances, by Income Quartile

$120,000 $114,300

$100,000
o $80,000 $71,908
©
o
O $60,000
(Q\]
S $36,889
N $40,000 ’

$30,051 $28,000
$16,000
$20,000 $5.204 8 070 $12,450 $11,528
$4,611 $5,000 58, -
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1st Quartile 2nd Quartile 3rd Quartile 4th Quartile
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Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. Estimates are given retirement
account ownership, which includes DC plan and/or IRA holdings. Comparisons are made given the income distribution within that generation,
not an absolute cut-off between generations. Median values are in 2022 dollars.
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EBRI
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Ownership of Select Debt
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Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances.
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EBRI

Median Values for Select Debt, Given Debt Ownership
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Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. Estimates are given
debt ownership and reported in 2022 dollars.
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Median Student Debt, by Income Quartile

$40,000
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Source: EBRI estimates from the 1989, 2007, and 2022 Survey of Consumer Finances. Estimates are given a positive
student debt balance. Comparisons are made given the income distribution within that generation, not an absolute cut-off between
generations. Medians are in 2022 dollars.

EBRI EMPLOYEE BENEFIT
RESEARCH INSTITUTE




Main Takeaways & Future Research

Between the ages of 27 and 41:
« Millennials had the highest net worth and total assets, and the lowest total debt.

* Millennials were the most likely to hold retirement accounts and had the highest median value in
them and were less likely to own homes.

« While Millennials had only slightly higher median student debt than Generation X, they were
much more likely to have it. This debt was significantly higher in the lowest and highest income
quartiles.

This snapshot in time shows Millennial wealth ahead of Generation X and the Baby
Boomers at the same ages. How Millennials fare as they age will be examined in future
research.
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Employee Benefits for Caregivers:

Would have
used

Benefit Offered (if offered)
Flexible scheduling 51% 90% 76%
Unpaid leave 50% 55% 43%
Paid family medical leave 43% 57% 74%
Mental/behavioral health coverage 41% 46% 55%
Remote work or telework 38% 88% 66%
Employee assistance program (EAP) 36% 45% 50%
Reducing from full-time to part-time 36% 78% 52%
Vacation/leave donation sharing program 32% 61% 55%
Job sharing/reduced worked load 25% 72% 49%
Specialized caregiver service 14% 71% 619%

Source: Harrington, E. & MclInturff B., Public Opinion Strategies (2021). Working while caring: A National survey of caregiver
stress in the U.S. workforce. Rosalynn Carter Institute for Caregivers. rosalynncarter.org/wp-content/uploads/2021/09/210140-
RCI-National-Surveys-Executive-Summary-Update-9.22.21.pdf
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Global retirement systems: imperative for reform

Countries around the world are considering and implementing retirement system reforms due to increasing

demographic and economic pressures

Population Aging: a key demographic driver

* Increasing longevity: In the United States, life expectancy is up by 17 years
since Social Security program debuted 90 years ago

* Lower birth rates, immigration challenges, lower productivity growth—
causing concerns about how to fund an expanded retirement period with a
declining worker to retiree ratio

Countries can no longer afford Defined Benefit (DB) promises

* Many reforms center around converting DB plans into
Defined Contribution (DC) or hybrid plans

But DC plans do not always convert into lifetime income in retirement

* Default pathways often break down at the point of retirement

OECD Society at a Glance 2019, Figure 5.14; OECD Pensions at a Glance 2023, Figures 6.13 and 6.15

Y ﬁ
The average retiree can

expect to spend about two
decades in retirement.

This has almost doubled
from fifty years ago.
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Key attributes of a successful retirement system: A framework

7\
&

Adequacy: the ability of the system to provide enough
income for retirees to maintain their standard of living
throughout retirement

Financial sustainability: the long-run ability of the system
to maintain sufficient assets (through contributions and
returns) to support retirement incomes

Fairness: the ability of the system to provide good (but
not necessarily equal) outcomes for participants across
different age and income groups

Plan design: the effectiveness of the system’s design
architecture in guiding and incentivizing workers and
retirees to achieve good outcomes

ADEQUACY

FINANCIAL
SUSTAINABILITY
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A spectrum of approaches to retirement system design

A SPECTRUM OF CHOICE

Eleven countries offer a
range of approaches to

Sl Netherlands
their retirement UK Australia Sweden :
. . . Switzerland
systems, combining Singapore
elements from both the
collective and individual
choice models Individual Choice (IC) Collective Choice (CC)
Substantial emphasis on individual More emphasis on collective risk
responsibility and choice. sharing and limited individual choice.
Participants manage their own Most investment and longevity

investment and longevity risk. risk managed collectively.
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Retirement lifespans last around two decades

EXPECTED DURATION OF RETIREMENT, MEN AND WOMEN

From average effective retirement age to life expectancy

m Men
m Women

Chile I

Germany T

Japan e
Netherlands ___:.
Singaporet ———————————————— ————————————
Sweden -
Switzerland -
UK -
u.s -
60 65 70 75 80 85 90 95
Age

tNote: Separate data for men and women not available. Age based on re-employment age in 2021 to 2022.

https://www.mom.gov.sg/employment-practices/re-employmenttteligibility.

Source for Singapore: OECD (2022), Pensions at a Glance Asia/Pacific 2022, OECD Publishing, Paris, https://doi.org/10.1787/2c555ff8-en.

Source for all countries except Singapore: OECD (2023), Pensions at a Glance 2023: OECD and G20 Indicators, OECD Publishing, Paris, Figure 6.15, https://doi.org/10.1787/678055dd-en. Other references to this report will be abbreviated to “PAAG 2023.”



Countries continue to raise retirement ages !f] »

The Collective Choice countries have raised retirement ages more than the Individual Choice countries

CURRENT NORMAL RETIREMENT AGE AND FUTURE RETIREMENT AGE FOR A 22-YEAR-OLD NOW ENTERING THE WORKFORCE

m Future
Australia m Current
Canada
Chile
Germany
Japan

Netherlands

Singaporet™
Sweden
Switzerland
UK

u.s.

62 63 64 65 66 67 68 69 70 71
Age

tRe-employment age. https://www.mom.gov.sg/employment-practices/re-employment.
Source: PAAG 2023, figure 3.8.
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| o . 7\
High replacement rates require high contribution rates |

PROJECTED REPLACEMENT RATE FOR FULL CAREER AVERAGE INCOME EARNER FROM CURRENT MANDATORY SYSTEM*

100% m Individual Choice (IC)
90% Netherlands e m Collective Choice (CC)

80%

70%
® Sweden

60% @ Singapore
® Germany ® United Kingdom
50% e United States g
[ ]

Canada ® Chile ® Switzerland
40% ® Japan

30% ® Australia
20%
10%

0%

average individual earnings

Net replacement rate as a multiple of

0% 5% 10% 15% 20% 25% 30% 35% 40%

Contribution rate

tNote: This includes the government system and the workplace system when it is mandatory. For the U.S. and Canada, where workplace savings are voluntary, the replacement rate only includes Social Security (U.S.) or CPP/QPP (Canada).

Source for contribution rates: OECD PAAG 2023, table 8.1, except:

Australia: Superannuation rate starting 2025, https://www.superguide.com.au/how-super-works/superannuation-guarantee-sg-contributions-rate#:~:text=changes%20over%20time.-
\,What%20is%20the%20current%20Superannuation%20Guarantee%20rate%3F,it%20is%20scheduled%20t0%20stay.

Singapore: average of contribution rates to ordinary and special accounts up to age 55, https://www.cpf.gov.sg/content/dam/web/employer/employer-obligations/documents/CPFAllocationRatesfrom_1_January_2024.pdf.

United Kingdom: author calculations based on national insurance and auto-enrollment contribution rates for average income earner,

https://www.gov.uk/national-insurance/how-much-you-pay.

Source for replacement rates: PAAG 2023, table 4.5, projected net replacement rate for an individual entering the labor market at age 22 in 2022 based on current tax and contribution rules except for Singapore: OECD country profile. 91



Most retirement systems provide a safety net to low-income earners

NET REPLACEMENT RATE FOR DIFFERENT INCOME LEVELSt

100 Individual's income level
90 L 4 relative to the average
n & Average
w80 w Half the average
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TAIll data from PAAG 2023, table 4.5, except Singapore from OECD country profile. The calculations are for an individual entering the labor market at age 22 in 2022 retiring at age 65. Replacement rate data includes workplace plans when these are

mandatory. For the U.S. and Canada, this only includes Social Security/CPP or QPP.
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From savings to income: The global retirement conversion challenge

DB plans STRUCTURE OF THE SYSTEM
Convert savi ngs into guara nteed Replacement rate from PAYG pension for average wage earner Annuitization in workplace plans
income at retirement _ . Mandatory to convert
Singapore 0% (no PAYG) > workplace savings into an
Chile 12% annuity or programmed
withdrawal
DC and hybrid plans Netherlands 28%

Mandatory to offer an
Sweden 49% annuity in workplace
savings plans

Approach varies, from required
annuitization to full freedom

Swizerland 21%
UK Not required to offer an
. . > annuity in workplace

Many AUStrallan retlrees.are |OS.t Australia savings plans

l when it comes to managing their
. Japan

super. Some spend too quickly so

they can qualify for the Age Pension Canada

while most underspend, unsure us.

how to structure their withdrawals Germany

over 25 to 35 years of retirement.”

*The Sydney Morning Herald, “Australian superannuation: should the government dictate how you spend yours?,” Jun. 3, 2023, https://www.smh.com.au/money/super-and-retirement/should-the-government-dictate-how-you-spend-your-super-20250221-
p5le44.html.

Chile: The government pension is means-tested, support to lower income groups will increase as part of the current pension reform. Australia: The Age Pension is means-tested but 69% of over 70-year-olds receive it. Source: Australian Institute of Health and o3
Welfare, “Income support for older Australians,” Sept. 7, 2023.



The behavioral obstacles to annuitization vary by country

HOW ANNUITY IS PROVIDED

HARDEST EASIEST

Retiree must buy annuity Plan menu offers annuity Plan issues

from independent insurer from independent insurer annuity
Australia u u
Canada mE DB only
Chile
Germany n [ |
Japan mE DB only
Netherlands (11
Singapore (T I N
Sweden (I I
Switzerland EEN
UK [ I | DB only
u.s. mE DB only
[ | Sometimes EE Often EHEE Always

*Retiree may have the option to choose to take an annuity from a different provider if desired.
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The easier it is to annuitize, the more likely people are to do it

ANNUITIZATION APPROACH AND RATE

120%
m Voluntary
m Integrated

w  100% » Mandatory
c
g ‘é” 80%
T ©
g g
s ©
§ :g_ 60%
S ©
q) ;
o0 =
ST 40%
€ £
o
9]
o

20%

12% 9% 3.5%
S OF @ N @
\> \'(3 \(\\\e \‘Ae’é %’AQO
W’ ° o

tShare of assets held in annuities. TtPercentage of retirees with a balance high enough to qualify for annuitization .

United States: Center for Retirement Research, “How much do people value annuities and their added features?”, Jan. 2, 2024.

United Kingdom: FCA - Retirement Income Market Data 2024/25.

Australia: Retirement phase of superannuation, Australian Treasury Discussion paper, Dec. 2023.

Chile: Center for Retirement Research, “Competition, Asymmetric Information, and the Annuity Puzzle: Evidence from a Government-Run Exchange in Chile,” Jan. 2, 2019, https://crr.bc.edu/competition-asymmetric-information-and-the-annuity-puzzle-
evidence-from-a-government-run-exchange-in-chile/.

Switzerland: Piera Bello, Agar Brugiavini, and Vincenzo Galasso, Journal of Risk and Insurance, “Annuity puzzle: Evidence from a Swiss pension fund,” May 22, 2024, https://doi.org/10.1111/jori.12473.

Data unavailable for Canada, Germany and Japan.
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The hybrid blueprint: Lessons for building better retirement systems

The future
is hybrid

Combine the lifetime income
of DB with the flexibility and
funding of DC to create a
system that is both adequate,
sustainable and fair.

<

N

A

Integration is key to
boosting annuitization
without a mandate

Incorporate the annuitization choice
into the process for accessing
retirement savings. People are much
more likely to annuitize when it is
the easy option.

Find the
annuitization
sweet spot

Experience shows that
middle income earners are
most likely to annuitize when
offered the choice.

The case for flexible
guaranteed income

Lifetime income does not have to mean a
fixed annuity. Keeping part of the assets
invested can lead to higher returns and
income.

Some countries use variable structures where
income levels in retirement can be adjusted
depending on market returns, solvency ratios
or economic growth.
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A vision for the retirement plan of the future

Countries that provide high levels of
lifetime income in retirement offer
payouts that include some automatic
adjustment mechanisms based on life
expectancy or the financial
performance of the system

*  What could flexible income
guarantees look like in the United
States, for Defined Contribution
(DC), Defined Benefit (DB) or
Social Security?

* What would be the process for
implementing these?

Source: https://psnl.com/.

The United States is unlikely to follow
the path of requiring DC participants
to take guaranteed income, but
offering participants income as the
first choice could significantly
increase uptake

*  What would an “opt out” income
solution for 401(k) plans look like?

*  How could this be implemented?

\H/

The U.S. retirement industry is
fragmented and the difficulty of
consolidating retirement accounts
within a 401(k) plan

*  What would be the most efficient
way to fix this, and who should take
the lead on it?

* Should the Department of Labor
expand the new “Lost and Found”
capability into a consolidation hub
that all providers could integrate
into, or should regulators set
standards and let the industry sort
out the implementation, as they
have started to do with the
Portability Services Network?
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