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Customized Content Is Good Medicine for Retirement Readiness 
 

From recent college grads struggling with student debt to seasoned 
professionals planning an imminent retirement, participants’ financial 
needs and goals are as diverse as the workforce they’re part of. In 
response, many organizations have chosen to implement a multi-
faceted financial wellness offering.  
 
According to the 2022 PLANSPONSOR Recordkeeping Survey, four 
in 10 recordkeepers have an integrated financial wellness offering 
that addresses a wide range of issues. These include: saving 
strategies (77%), budgeting tools (64%), financial markets and 
investing basics (69%), credit/debt management (35%), student loan 

management (27%), home buying (21%), college savings (37%), tax/estate planning (39%), retirement health care costs (46%), 
Social Security strategies (35%), rolling in past balances (54%), and rollover options (49%).  
 
But for many plans, a significant challenge remains — namely how to ensure participants connect with the resources that most 
closely align with their individual needs. And this points to the potential utility of prescriptive delivery strategies. 
 
Prescriptive financial education can help employees more reliably access the types of information and assistance that are most 
helpful to them. Employers can facilitate higher utilization by conducting a needs assessment and using technology solutions to 
help point employees toward appropriate materials based on their individual requirements and goals. Offering multiple channels 
and modes of delivery — such as articles, video, email, in-person education and mobile apps — can also encourage greater 
consumption of relevant content. Plus, one-on-one sessions allow advisors to dive deeper into each employee's financial situation 
and provide tailored guidance. In addition, plans sponsors can leverage aggregated financial assessment data to customize 
educational resource development on an organizational level by helping to identify key areas of focus while avoiding over-
investment in less relevant resources for their employees.  
 
In today’s diverse workforce, a one-size-fits-all approach to financial wellness simply falls short. Employers can spend upwards of 
several hundred dollars per worker per year on financial wellness depending on the size of the organization, the scope of the 
offering, frequency of content updates and other factors. Pinpointing financial topics that align with employee needs can help 
ensure those dollars are spent where they can have the greatest potential impact.  
 
A prescriptive approach to financial education can help plan sponsors better achieve the goals for their retirement plan while 
optimizing ROI, whether it’s measured against participation and contribution rates, decreased health care costs, reduction in 
delayed retirement or other metrics. 
 
Source:  
https://www.plansponsor.com/financial-wellness-by-the-numbers/  
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Closing the Auto-escalation Gap 
 
High participation rates don't always translate to high 

deferral rates. According to the 2022 Callan Defined 

Contributions Trend Survey, three-quarters of DC plans 

offer auto-enrollment, while only two-thirds provide an 

auto-escalation feature. This discrepancy is concerning, 

as deferral increases over time are critical in helping 

participants achieve their retirement savings goals. 

Stagnant contribution levels contribute to the opportunity 

cost of missed compound growth, resulting in lower 

overall portfolio balances at retirement.  

 

SECURE 2.0 requires most new plans to automatically enroll eligible employees and auto-escalate their contributions by 1% 

annually. But sponsors of existing plans can help close the auto-escalation gap by implementing it as a default feature of their plan, 

allowing employees to opt out if they so choose. Additional strategies can also be employed:  

 

• Match modification. Consider whether your match formula is doing all it can to encourage higher deferral rates early on, 

and whether implementing a stretch match could help (e.g., 50% of the first 6% vs. 100% of the first 3%). 

• Targeted messaging. Regularly communicate benefits of auto-escalation to participants through emails linking to 

informative articles and video content. Use infographics and data visualizations to illustrate the long-term impact of higher 

contributions on retirement savings, especially to those with lower-than-average contribution rates. 

• Companywide campaigns. Make auto-escalation the target of a yearly, week- or month-long educational campaign. Pick 

a fun theme with catchy visuals and a slogan to increase engagement, like “Fast Track Your Retirement Savings.” Host 

themed workshops and Q&A sessions around the topic to share helpful information. Create a fun atmosphere for 

attendees with racing flags and swag.  

• Simplify the opt-in process. Make it easy for employees to opt into auto-escalation with a streamlined, user-friendly 

online interface or simple one-page written form. 

• Tech tools. Direct employees to retirement planning tools such as online calculators or a mobile app to help them 

understand how escalating contributions can impact their retirement savings and track progress toward their personal 

financial goals.  

• Revisit auto-escalation. Periodically, encourage workers to reconsider auto-escalating their contributions. Over time, their 

financial circumstances or mindset may change, making it more feasible to increase contributions. 

 

By adopting a mix of strategies, plan sponsors can help encourage higher deferral rates, foster a culture of proactive retirement 

planning and help drive positive long-term outcomes for workers. If your employees have "fallen into the escalation gap," speak 

with your retirement plan advisor. 
 
Source 
https://www.callan.com/blog-archive/2023-dc-trends-survey/  
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The Six Types of Fiduciaries in Retirement Plans You Need to Know 
 
A retirement plan may have one or more fiduciaries who 
have distinct responsibilities, though many individuals and 
committees may serve in multiple fiduciary roles. Here is a 
brief overview of the categories of fiduciaries: 
 

1. Named Fiduciary: This fiduciary should be named 
in the plan document and is the primary decision-
maker for the retirement plan. They are 
responsible for controlling, managing, and 
administering the plan. A named fiduciary may be 
an employee of the sponsor or an independent 
third party. 

2. Plan Administrator: This fiduciary is responsible for 
the plan’s government filings, making required 
disclosures to participants, hiring service providers, and fulfilling other responsibilities set forth in the plan document. 

3. Trustee: The trustee has exclusive authority and discretion over the management and control of plan assets. 
4. Investment Manager: This fiduciary has full discretionary powers for selecting, monitoring, and replacing plan investment 

options, as defined by ERISA section 3(38). 
5. Investment Advisor: This fiduciary provides investment advice and monitoring services to the retirement plan. An 

investment advisor does not have explicit discretionary control over plan assets but may exercise a certain level of 
influence over the operation of the plan. This fiduciary must meet the fiduciary standards set forth in ERISA. 

6. Other Fiduciaries: Individuals who are members of various plan-related committees appointed by the named fiduciary, as 
well as others whose actions may dictate fiduciary status, may fall within the definitions of fiduciary under ERISA. It is 
important to monitor those individuals who are explicitly named as fiduciaries in writing, as well as those that have a high 
likelihood of undertaking fiduciary actions on behalf of the plan. 

 
In all cases, the plan sponsor retains the authority to remove and replace any fiduciary, even if they have delegated day-to-day 
responsibilities to others. As a result, the sponsor/named fiduciary retains the responsibility to monitor any persons to which they 
have delegated responsibilities on an ongoing basis. It is essential to understand the roles and responsibilities of each fiduciary and 
to ensure that they are acting in the best interests of the retirement plan and its participants. 
 

For more information regarding your retirement plan, please contact: 
Shir McGettigan, FSCP®, AIF®, CPFA®, C(K)P®, NQPA™ 

Shir@blswm.com  
954-689-9486 
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