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EBRI'S FINANCIAL WELLBEING CENTER

To understand and measure the return on
investment to employers of financial wellbemg GDA l
initiatives that are offered to employees—
facilitate a movement from art to science of
financial wellbeing.

www.ebri.org
Contact: lucas@ebri.org
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NEARLY HALF OF WORKERS FEEL THEY WILL NEVER BE ABLE TO PAY OFF
THEIR DEBT.

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

Workers n=1,000

You feel like
you’'ll never

be able to m Strongly = Somewhat

Agree Agree = Disagree

pay off your
debt

Gen X (43%) vs.
Boom (34%) vs.

45% Agree Mill (52%)

EBRI Source: Employee Benefit Research Institute and Greenwald & Associates, “2019 Retirement

E@EEL%EE IISI‘EQITEI?JTE Confidence Survey” (Employee Benefit Research Institute, April 30, 2019). © Employee Benefit Research Institute 2019 5



DEBT'S IMPACT IS FELT IN DIFFERENT WAYS

To what extent is your non-mortgage debt having a negative impact on the
following?

Workers who have non-mortgage debt n=725

®m Major Impact Minor Impact
Your ability to save for emergencies 37% 713%
Save for retirement in general 38% 70%

Gen X (564%) and Boom

Pay bills 35% 56% (47%) vs. Mill (64%)

Participate in or contribute to an employer’s

retirement plan* 31% 510 @ ©en X (50%) and Boom

(43%) vs. Mill (60%)

Participate in or buy other employee benefits,

0 0 Gen X (45%) and Boom
such as life or disability insurance* 31% 51% (45%)

(42%) vs. Mill (58%)

*Only asked of workers

EMPLGYEE BENEFT Source: Employee Benefit Research Institute and Greenwald & Associates, “2019 Retirement
I l ,B I 2 I RESEARCHINSTITUTE~ Confidence Survey” (Employee Benefit Research Institute, April 30, 2019). © Employee Benefit Research Institute 2019 6



7 IN 10 WORKERS WOULD FIND WORKPLACE EDUCATION OR ADVICE
HELPFUL

How helpful, if at all, do you think the following workplace educational or
financial well-being programs would be in helping you better prepare or save
for retirement?

Workers employed full- or part-time n=820
m Very Helpful Somewhat Helpful

Education or advice on how to manage

0 0
competing financial priorities* 47% 70%

Gen X (60%)
43%1 63w | 8770 and Boom (54%)
in 2018) ' . Mill (71%)

Help with basic budgeting and day-to-day
finances

(vs. 39% Gen X (42%) vs.

29%1  45%T | "018) Boom (29%) vs.

Student loan debt assistance

H o
" : = Up significantly from Mill (56 /0)
Not previously asked i
previous yeadr
EBRI CHPLOYEE BENCFT Source: Employee Benefit Research Institute and Greenwald & Associates, “2019 Retirement © Employee Benefit Research Institute 2019
RESEARCH INSTITUTE s Empioy ' 1

Confidence Survey” (Employee Benefit Research Institute, April 30, 2019).



FINANCIAL WELLBEING SURVEY

EBRI’'s second annual Employer Financial Wellbeing Survey was conducted in June of
2019.

The survey focused on companies with at least 500 employees where respondents
expressed at least some interest in offering financial wellness programs

Information for this report was collected from 15-minute online survey with 248 full-time
benefits decision-makers conducted in June 20109.

Respondents were required to have at least moderate influence on their company’s
employee benefits program and selection of financial wellness offerings.

Additionally, respondents were required to hold an executive, officer, or manager position
In the areas of human resources, compensation, or finance.

EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).


https://www.ebri.org/publications/research-publications/issue-briefs/content/2019-employer-approaches-to-financial-wellbeing-solutions

DIVERSITY OF DEFINITIONS

Top 3 Employer Definitions of “Financial Wellness”

Employees’ financial wellbeing
remains an evolving concept Having Access to Assistance and Resources
among employers. There is That Enable Good Financial Decisions

“_ttle cqnsensus on what _ Being Comfortable/Financially Secure Overall 30%
financial wellness looks like.

34%

Being Equipped to Achieve Retirement 21%
Security Through Planning and Saving

EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).



https://www.ebri.org/publications/research-publications/issue-briefs/content/2019-employer-approaches-to-financial-wellbeing-solutions

FINANCIAL WELLNESS OFFERINGS

Does your company offer or plan to offer any of the following
financial well-being or debt assistance benefits to employees?

m Offer Plan to offer ®m Not planning to offer Not sure
Tuition reimbursement . 19%
Financial planning education, seminars, or webinars
Employee discount programs/partnerships
Basic money management tools . 259
Personalized financial counseling, coaching, or planning . 26%
Personalized credit/debt counseling, coaching, or.. GG S 6%
Emergency fund/Employee hardship assistance 7%
Bank-at-work partnership with a bank or credit union 6%
Payroll advance loans through the employer - 7%
Incentives/gamification around savings and financial.. BEEGCZN 10%
Short-term loans /7 490
Student loan debt assistance 7%
Debt management services 9%
EBRIS S oyt oo end s verperer 2019 emptoer Anproschosto foanciel vislbon. oo vt resscn w0919


https://www.ebri.org/publications/research-publications/issue-briefs/content/2019-employer-approaches-to-financial-wellbeing-solutions

EBRI EMPLOYEE BENEFIT
RESEARCH INSTITUTE

TOP REASONS FOR OFFERING FINANCIAL WELLNESS INITIATIVES

What are or would be your top 3 reasons for offering financial wellness initiatives?

Improved overall worker satisfaction

Reduced employee financial stress

Improved employee retention

Improved employee use of existing benefits
Increased employee productivity

Improved workforce management for retirement
Improved employee recruitment

Reduced health care costs

Reduced employee absenteeism
Differentiator from our competitors

Company’s commitment to community service
Required as part of union agreement

Other

Not sure

Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing

46%
I 42 %,

© Employee Benefit Research Institute 2019

Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).
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TOP REASONS FOR OFFERING FINANCIAL WELLNESS INITIATIVES

m Retirement preparation is a top concern

EBRI

What are or would be your top 3 reasons for offering financial wellness initiatives to
employees?

EMPLOYEE BENEFIT
RESEARCH INSTITUTE

Improved worker satisfaction
Reduced employee financial stress
Improved used of existing benefits
Improved employee retention
Increased employee productivity
Workforce management

Improved employee recruitment
Reduced healthcare costs
Differentiator from competitors
Reduced employee absenteeism
Community service

Union agreement

Other

Not sure

I 41 0%
45%
—390/ 48%
—— oo 0

45%

R 9 80/
s 2 / %
. 41%

meesssssssss—— 24 %

e 31%
I 4%
C—— %

I 22%2
. 0/

Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019

Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).

® Retirement preparation is NOT a top concern

12


https://www.ebri.org/publications/research-publications/issue-briefs/content/2019-employer-approaches-to-financial-wellbeing-solutions

TOP REASONS FOR OFFERING FINANCIAL WELLNESS INITIATIVES

What are or would be your top 3 reasons for offering financial wellness initiatives?

70%
60%
50%
40%
30%
20%
0%
Health care and Manufacturing Educational Finance and Government: Retall
social services insurance State or local
assistance m Improved overall worker satisfaction

m Reduced employee financial stress
m Improved employee retention
Improved employee use of existing benefits
m Increased employee productivity
Improved workforce management for retirement
= Improved employee recruitment

EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019 13
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).
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EBRI EMPLOYEE BENEFIT
RESEARCH INSTITUTE

TOP FACTORS IN MEASURING FINANCIAL WELLNESS INITIATIVES™ SUCCESS

What are the top 3 factors that are or will be important in the measurement of your

financial wellness initiatives?

Improved overall worker satisfaction
Improved use of existing retirement plans
Reduced employee financial stress
Improved employee retention

Worker satisfaction with the initiative(s)
Reduced health care costs

Improved use of existing employee benefits
Improved employee recruitment

Increased employee productivity

Worker utilization of the available initiatives
Reduced employee absenteeism

Reduced health care claims

Differentiator from our competitors

Not sure

I 2 1%
I 3 1%
I 28 %
I 26 %
I 26 %
I 23 %
I 19%
I 18 %
I 18 %
I 15%
I 15%

I 8%

B 2%

Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing

Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).

37%

© Employee Benefit Research Institute 2019
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TOP FACTORS IN MEASURING SUCCESS BY INDUSTRY

What are the top 3 factors that are or will be important in the measurement of your financial

wellness initiatives? .
- -
50% ¢
&
45% .
- -
40%
35% .
* »>
30% ° * . ¢
25% ¢
*
0
20% . . . .
15% B
10%
5%
0%
Health care and Manufacturing Educational services Finance and Government: State or Retail
social assistance insurance local
B Improved overall worker satisfaction Improved employee recruitment
B Reduced employee financial stress B Improved employee retention ¢ Top reasons for offering
B Worker satisfaction with the initiative(s) B Reduced health care claims
EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019 1
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019). 3
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PROFILE OF FIRMS WHO HAVE CREATED A FINANCIAL WELL-BEING SCORE
VS THOSE THAT HAVE NOT

Firms with a scorecard: 23%
(vs Firms without)

56% offer 6+
75% say employees  offerings
are extremely/very number of
satisfied with employee initiatives (vs
benefits package, (vs  15%o)

57% Extremely/very

Holistic financial
WELESS
IEUYES
offered: 56%

satisfied) (vs 38%)

33% express high 68% Currently

(9-10) level of offer;
concern about 28% Actively

employees’ implementing
financial wellbeing financial wellness (Vs 51% Currently offer
(vs 15% High) initiatives 11% Actively implementing)

EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019 16
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).
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CONCLUSIONS

* Reasons for offering financial wellness initiatives are split between altruistic and bottom line-oriented, with some
industries more focused on one over the other.

* When retirement preparedness is a top issue, use of existing benefits is a key reason for offering financial
wellness; when it is not, improved employee retention is more of a reason.

« Success measures do not always align with reasons for offering financial wellness initiatives.

« Some employers are becoming very sophisticated in measuring success of their financial wellness initiatives—
but they remain in the minority.

EBRI EMPLOYEE BENEFIT Source: Lori Lucas and Jack VanDerhei, “2019 Employer Approaches to Financial Wellbeing © Employee Benefit Research Institute 2019 17
RESEARCH INSTITUTE Solutions,” EBRI Issue Brief, no. 491 (Employee Benefit Research Institute, September 26, 2019).
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Vice President, Content
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The opinions expressed in this presentation are those of the speaker. The International Foundation International Foundation @“‘
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The International Foundation of Employee Benefit Plans
IS @ nonprofit organization, dedicated to providing the
diverse employee benefits community with objective,
solution-oriented education, research and information.




Survey Background

» Financial Education for Today's -

Workforce: 2018 Survey Results ;}j::,c%

— Biennial employer survey since 2014 T

— Most recent: deployed April 2018, pesien],
released July 2018 i =

— 448 completed responses from member ST
corporations, public employers and
multiemployer trust funds of all sizes (very
small to jumbo) in the U.S. and Canada

Report available at www.ifebp.org/store/financial-education/



Common Financial Challenges

61 %

trouble
saving for
retirement

39%

paying
medical
EXpEnses

55%

saving/paying for
children’s education
expenses

supporting
elderly
parents

80%

70%

60%

50%

40%

30%

20%

10%

0%

Credit  Saving for Children's
cards and retirement education
other debt

Personal Basic living Medical

student expenses expenses elderly adult

loan debt
(past)

mAll U.S. Corporate

parents  children

m All U.S. Public Employer

Supporting Supporting Personal

current or
future
education

Identity Bankruptcy
theft



Common Financial Challenges

by Sector and Size

90.0%
80.0%
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
0.0% I
Bankruptcy Basic living Children’s Credit cards and  Identity theft Medical expenses Personal current Personal student Saving for Supporting adult Supporting elderly
expenses education other debt or future loan debt (past) retirement children parents
education

m U.S. Under 500 Corporate m U.S. Under 500 Public Employer U.S. 500 or more Corporate m U.S. 500 or more Public Employer



Primary Goals for Providing Financial Education

(Top 3)

Prima ry Goals for Primary Goals for Providing Financial Education®
- 1 : : CP PE
Providing Financial Education o154 (n=39)
Increasing our participants’/employees’ ability
W increasing participants’ to manage their money 58.4% 53.8%
ability to manage their money Improving understanding of current benefits 35.7% 59.0%
Improving participant/employee retirement asset
, , : allocation/investment decisions 38.3% 35.9%
improving understanding foduc e N
ucing participant/employee money problems so
AN they have less stress and are more focused on their jobs 43.5% 20.5%
Increasing participant/employee savings rates 40.9% 12.8%
36% L iy 335'3? Er'"ﬂ':at'ﬂ”"'r Improving satisfaction/appreciation of current benefits 27.3% 20.5%
UL U ZE L Increasing plan participation rates 22.7% 28.2%
Facilitating the retirement decision/timing 16.9% 38.5%

*Respondents were asked to select up to three options. Only respondents that offer some type of financial education
were asked this question.



Primary Goals for Providing Financial Education

by Sector and Size (Top 3)

90.0%
80.0%
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
0.0%

Increasing participants’ Improving participant ret Increasing participant Increasing plan Facilitating the Reducing participant $ Improving understanding Improving satisfaction

ability to manage money investment decisions savings rates participation rates retirement problems for less stress, of current benefits with current benefits

decision/timing more focus

m U.S. Under 500 Corporate m U.S. Under 500 Public Employer U.S. 500 or more Corporate m U.S. 500 or more Public Employer



Factors Tracked to Measure Success

Factors Tracked to Measure
Program/Initiative Success®

Total CP PE
n=231) (n=154) n=39)
Participant deferral/contribution rate in DC program(s)  41.6% 51.3% 25.6%
Participation rate in DC program(s) 35.1% 40.3% 35.9%
WA Participation rates of specific initiatives
\\\\\\ ‘ t‘ﬁ.««*‘“ (e.q,. in-house seminars/programs) 26.4% 29.9% 25.6%
@/ - Autoenrollment opt-out rate 20.8% 21.3% 10.3%
2 Mumber of financial questions from workers 18.6% 21.4% 12.8%
Number of DC plan loans 13.4% 16.2% 10.3%
Pre- and postassessment results 13.4% 14.3% 1.7%
Autoescalation opt-out rate 10.8% 14.3% 5.1%
Mumber of defined contribution (DC)
plan hardship withdrawals 10.8% 12.3% 1.7%
Average retirement age 9.5% 6.5% 17.9%
Participation rate in defined benefit program(s) 9.1% 6.5% 17.9%
Work attendance/productivity data 6.9% 3.9% 12.8%
Other 2.2% 3.2% 0.0%
None of the above 21.3% 20.1% 30.8%

*Respondents were asked to select all that apply.



Factors Tracked to Measure Success

by Sector and Size
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Biggest Obstacles in Providing Financial

Education (Top 3)

Biggest Obstacles in Providing Financial Education®

CP PE
(n=221] {n=53]

Lack of time/resources 51.6% 41.5%

T O P Lack of interest among participants 40.7% 18.9%

Multiple locations/shifts 37.1% 34.0%

Cost of providing education 23.1% 17.0%

() Be o~ & -~ ~ Lack of support from organization leaders 14.5% 24.5%

5« A S 7 Liability concerns 10.9% 22 6%

in Providing Financial Education Feeling this is not the role of our organization 6.3% 17.0%

S e et Multiple languages in the workplace 8.1% 1.9%

. - Lack of trust among participants 5.9% 71.5%
ENEEEIUIGHES fitcod PaARDANS Not equipped to create or find financial

1 A workforce with multiple locations education resources 4.5% 13.2%

or shifts. Lack of need by participants 1.8% 0.0%

Other 0.5% 0.0%

None 14.9% 15.1%

*Respondents were asked to select up to three options.



60.0%

50.0%

40.0%

30.0%

20.0%

10.0%

0.0%

Biggest Obstacles in Providing Financial

Education by Sector and Size (Top 3)

Cost of providing Feeling thisis Lack of interest Lack of need by Lack of support Lack of Lack of trust Liability Multiple Multiple Not equipped to None; we have
education not the role of among participants from time/resources among concerns languages in the locations/shifts  create/find  not experienced
our organization  participants organization’s participants workplace resources obstacles
leaders

m U.S. Under 500 Corporate m U.S. Under 500 Public Employer U.S. 500 or more Corporate m U.S. 500 or more Public Employer



Budgets

MO NN

About One in four responding organizations
currently has a budget for financial education.

An additional 20% are
considering adding one. More
than one-half of respondents
with budgets plan to increase
their budgets in the next

two years.




Education Offered

The most common topics addressed in financial education

. %
Fregﬂement Inﬂgment

financial management and
planning asset allocation

46% T'fu
@ :

Retirement Budgeting ,._.“ Retiree
plan benefits health care




Education Offered by Sector

Corporations
1. Retirement plan benefits
2. Preretirement financial planning
3. Budgeting

4. Investment management and

asset allocation

5. Debt management

Public Employers
1. Retirement plan benefits
2. Retiree health care
3. Preretirement financial planning

4. Retirement plan

distributions/decumulation

5. Insurance



Delivery Methods




Highlights — Canadian Programs
» Participant challenges tracked U.S., except
medical expenses ranked lower *

» Obstacles tracked U.S. results |

* CDN respondents more likely than U.S. to offer a
defined benefit (DB) pension plan alone or with a DC

plan, especially corporate.

» Program goals focused on the retirement decision, and on
understanding and appreciating current benefits

 Success factors were non-DB/DC focused. Top factors were event
participation, financial questions received, pre-and post-education
assessments and average retirement age




Tips for a Successful Program

 Make financial education a commitment and be
patient

« Know your employee population
 Diversify topics and formats

» Customize and personalize education
 Increase accessibility and inclusion



Key Takeaways

 Saving for retirement is a top financial challenge,
other top challenges are more immediate

« Program goals focus on improving employees’
understanding of and decisions about their benefits

» Top obstacles involve lack of resources, time or
interest; administrative challenges of multiple
locations or shifts

« Presence of a DB or DC plan, or both, is reflective in
program goals, education offered and success
measures



charles
SCHWAB

401 (k)
Participant
Survey: 2019

October, 2019



Study Scope and Method

* This study of 401(k) participants is an online study conducted for Schwab
Retirement Plan Services, Inc. by Logica Research
Wh at » Logica Research is neither affiliated with, nor employed by, Schwab Retirement Plan
Services, Inc.
* The sampling error is +/- 3 percentage points at the 95% confidence level

Wh en * The study was conducted online from March 19* through March 29", 2019

* 1,000 401(k) participants who meet the following criteria:
Wh 0 * Ages 25-70
*  Work for companies with 25+ employees that have 401(k) plans
* Currently contribute to their companies’ 401(k) plans



Study Highlights

The 401(k) is still a large source of retirement savings. More than half (58%) say it is their only or
largest source of retirement savings.

Although participants’ outlook on retirement is positive, saving enough for a comfortable
retirement is the top financial stressor. Many believe their quality of life will be better in
retirement than the previous (68%) and next generations (67%), but saving enough for a
comfortable retirement is still their top source of financial stress (38%).

Advice from a financial professional boosts participants’ confidence in making investment
decisions. Having help from a financial professional increases participants’ confidence in making
the right 401(k) investment decisions (19% higher than on own). And, they are much more likely
to follow a recommendation from a human versus a computer (49% vs. 18%).

Retirement calculators make participants feel confident. Participants who use a retirement
calculator are more likely to say they are very confident in their ability to make the right 401(k)
investment choices on their own (31% vs. 19% who didn’t use one).

2019 401(k) Participant Study



401(k) plans are a “must-have” benefit for those seeking a new
job

Health insurance 89%

401(k) plan 87%

Life insurance 50%
Disability insurance %
Health savings account (HSA) 29%
Ability to work from home 25%
Flexible health spending account (FSA) 23%
Professional development reimbursement or sponsorship 13%
Financial wellness program 13%

Tuition reimbursement for education while employed by your... JEPAZA

I -b
B

Company discounts or negotiated rates for financial services e}
On-site financial advisors || 5%
On-site day care/child care [} 5%
4%

Student loan repayment assistance

Q: If you were looking for a new job, which benefits or work options would you see as “must haves”? (Base: Total 401(k) Participants = 1,000)

Charles Schwab



Nearly six in ten say their 401(k) is their only or largest source of
retirement savings

My 401(k) plan is
my...

2%

58% say their 401(k) is their only or largest
source of retirement savings

B Only source of [ Largest source B Medium [ Smallest W Not sure
retirement of retirement source of source of
savings savings retirement retirement
savings savings

Q: How would you complete this sentence? My 401(k) plan is my... (Base: Total 401(k) Participants = 1,000)

Charles Schwab



Half of participants are contributing 10% or less of their salary to
their 401(k)

Percent of 2018 income contributed to 401(k) Average 2018 dollars contributed to 401(k)

Not sure

1-5%

2% The maximum $ 8’ 7 8 8

>15%
6-10%
11-15%

Q: In 2018, approximately how much did you contribute to your 401(k)? (Base: Total 401(k) Participants=1,000)
Q: In 2018, approximately how much did you contribute to your 401(k) in terms of dollars? Do not include any contributions from your employer, like matches or profit
sharing. (Base: Total 401(k) Participants=1,000)



Saving enough for a comfortable retirement is participants’ top
source of financial stress

20% 19% 23%
12% 0, 0,

Saving enough  Paying off Keeping up Medical Job security Saving/paying Paying off my Taking care of Supporting  None of the
money for a creditcard  with monthly  expenses for children’s own student aging parents adult children above
comfortable debt expenses education loans financially

retirement

Q: Which of the following would you say are a significant source of stress in your life today, if any? (Base: Total 401(k) Participants = 1,000)



The majority of participants are likely to seek information
online, including webinars, and/or help from an advisor

Likelihood to use financial wellness programs/tools

Total
a a
Online tool to help me plan  Quick online assessment ~ Meetings with a financial Webinars about Help from a financial ~Webinars about investing
for retirement tool to give me an overall  advisor to make sure I'm retirement planning professional to develop a strategies
financial picture and action on track with my financial plan
plan retirement plan

Q: How likely would you be to use the following financial wellness tools or programs, if offered to you by your employer? (Base: Total 401(k) Participants = 1,000)

2019 401(k) Participant Study Charles Schwab



Most participants are comfortable asking for advice; they would
contact a financial advisor or the company that administers their

401(k)

Comfortable asking for financial advice Sources for financial advice
Total Total

Contact a financial advisor 54%

Contact the company that

0,
administers my 401(k) 42%

Contact another
. 14%
bank/investment company

Other I 2%

8%

None of the above

Q: Would you be comfortable receiving financial advice? (Base: Total 401(k) Participants=1,000)
Q: If you wanted to get financial help planning for retirement from a professional, where would you go? (Base: Total 401(k) Participants=1,000)

2019 401(k) Participant Study



Participants want help setting specific retirement targets

Determining at what age | can afford to retire 41%
Calculating how much money | need to save for retirement 40%
Receiving specific advice on how to invest my 401(k) 37
Figuring out what my expenses will be in retirement 35%
Anticipating tax expenses in retirement 31%
Helping me set a plan today that will help with retirement 29%
Managing my current expenses so | can save more money for... 22%
Figuring out how to catch up on my retirement savings goal 21%

Managing debt 20%

Don’t know eI

Q: If you could get help with retirement planning, what would you like help with? (Base: Total 401(k) Participants = 1,000)

Charles Schwab



Half of participants have used an online retirement calculator,
and most of those took positive actions related to their finances
as a result

Have used a retirement calculator Steps taken after using a retirement calculator

61% of those who have used an online calculator have
taken one or more actions

Increased my 401(k) contributions 48%

Changed my spending habits 29%

Accessed online advice myself
through my 401(k) plan

28%

Increased contributions to other

. 25%
retirement accounts
Asked a financial professional for
advice

Opened a new retirement account 8%

Q: Have you ever used an online retirement calculator? (Base: Total 401(k) Participants = 1,000)
Q: Which of the following steps have you taken after using a retirement calculator? (Base: Used online calculator and have taken action = 318)



More than three quarters of participants are offered HSAs

Benefits offered by employer Use of benefits offered

Insurance &
Health Health insurance
Life insurance
Disability insurance
Health savings account
Flexible health spending account
Career
Ability to work from home
Professional development
Financial
Tuition reimbursement
Financial wellness
Discounts for financial services
On-site financial advisors A
Student loan repayment W%
Lifestyle
I On-site day care/child care [FREZ B4%

Q: Which of the benefits listed below are offered by your employer, and if offered, have you used? (Base: Those that have benefit offered = varies)
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More than two in five participants with an HSA are using it to
save for retirement

Ways HSAs are utilized
Use HSA

Help pay the cost of my health insurance deductible 54%

Save for unexpected healthcare costs in the short-term 46%

Save for healthcare costs in retirement 39%

As part of my overall retirement savings plan 30%

Q: In which of the following ways, if any, do you currently utilize your Health Savings Account (HSA)? (Base: Use HSA=389)
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A quarter of participants using HSAs have investments in their
account

Know that HSA funds can be invested Have investments in their HSA
Use HSA Use HSA

Unsure
13% 4

Q: Did you know that you are able to invest funds that are saved in an HSA? (Base: Use HSA=389)
Q: Is any part of your HSA invested in mutual funds or other types of investments (other than cash)? (Base: Use HSA=389)
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Contributions to HSAs typically are enough to cover medical-
related expenses

Description of HSA contribution Amount of HSA spent last year
Use HSA Total
It was enough to cover any expected m All of it
. 42%
medical expenses
m Most of it
It was enough to cover any unexpected
. 42% .
medical expenses m Some of it

m Not very much

It ht i i
was enough to c0\./er my insurance 40% of it
deductible
m | did not
spend o
anything 12%

| didn’t contribute anything to my HSA 11%

Q: Which of the following describe the amount of money you contributed toward your HSA last year, if anything? (Base: Use HSA=389)
Q: Which of the following best describes how much of your HSA you spent last year? (Base: Contributed to HSA=348)
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Disclosures

Schwab Retirement Plan Services, Inc. created this communication for retirement plan sponsors and retirement plan consultants,
advisors, and other retirement plan service providers and fiduciaries only. Schwab Retirement Plan Services, Inc. is not a fiduciary
to retirement plans or participants and only provides recordkeeping and related services.

The material contained herein is proprietary to Schwab Retirement Plan Services, Inc. (SRPS) and is for informational purposes
only. None of the information constitutes a recommendation by SRPS. The information is not intended to provide tax, legal, or
investment advice. SRPS does not guarantee the suitability or potential value of any particular investment or information source.
Certain information presented herein may be subject to change. Neither the presentation nor any information or material
contained in it may be copied, assigned, transferred, disclosed, or utilized without the express written approval of SRPS.

At the Plan Sponsor’s direction, participants may have access to advice services that can provide a retirement savings and
investment strategy for their Plan account, furnished by an independent registered investment advisor (“Advisor”). The Advisor is
not affiliated with or an agent of Schwab Retirement Plan Services, Inc. (SRPS); Charles Schwab & Co., Inc. (CS&Co.), a federally
registered investment advisor; or their affiliates. Neither SRPS, CS&Co., nor their affiliates supervise, make recommendations
with respect to, or take responsibility for monitoring the advice services provided to the participants by the Advisor.

©2019 Schwab Retirement Plan Services, Inc. All rights reserved.
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GET INVOLVED

Don’t Miss These Opportunities!

 Join EBRI’s Financial Wellness Center, a think tank” for in-depth work analyzing the current

benefit system and how proposed changes might affect workers’ financial wellbeing. We provide a forum for sharing best
practices and considerations for those offering financial wellness benefits. Gain the benefit of your peers' experience and share
your successes in practical case studies.

« Attend EBRI’s upcoming Policy Forum, December 12" in Washington,

DC Learn, network and get involved! Free, but space is limited. Review the agenda and register at ebri.org.

« Become a member. Support EBRI by joining, underwriting our content and sponsoring our programs. Join more

than 100 companies dedicated to making sure EBRI research remains a valued, unbiased resource for policymakers, plan
sponsors and financial services companies. For more information contact Jaffe @ebri.org

If you’re part of the Employee Benefits ecosystem, you should be part of EBRI!
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WHAT IS THE EMPLOYEE BENEFIT RESEARCH INSTITUTE?

= We are a nonpartisan tax-exempt E-mail
membership organization created in

info@ebri.or
1978. @ J

= Our mission is to contribute to sound
employee benefit programs and public
policy through independent, objective,
fact-based research and education.

Website
www.ebri.org

= We bring together all facets of the Twitter
) : @EBRI
employee benefits ecosystem, resulting
in well-informed publications and events,
along with unparalleled networking LinkedIn

experiences. Employee Benefit Research Institute
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