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Introduction

The State of the Workplace Financial Benefits Study explores the evolving
role and perceptions of workplace financial benefits, including equity
compensation and retirement preparation. So far, 2024 has emphasized the
staying power of financial themes that have shaped the workplace since the
study’s inception—from economic uncertainty and individual financial stress
to ongoing demand among employees for financial guidance and education
at work.

In fact, a wide majority of employees continue to say they want more
workplace support for their individual financial challenges, indicating that
despite a shifting and unpredictable economy, the workplace remains a
foundational resource for financial wellbeing. While its clear HR leaders
continue to enhance and refine their offerings, there is still more to do to
balance tightening business margins while also addressing employee
benefits awareness, education and planning.

As employers and employees continue to navigate evolving needs, benefits
plan sponsors and providers must work smart, harnessing emerging
technology and developing bespoke solutions to meet the moment. Rising to
this challenge is a win-win, as workplace benefits continue to support
employee loyalty and engagement, which in turn can foster a feeling of
participation in their employer's ongoing success.
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Core Findings

Employees want financial support from the workplace
Most (91%) HR leaders suspect employees are facing financial hardships (+5% since 2021) and nearly half of employees
(46%) agree, with roughly 4 out of 5 (81%) wanting help with specific financial challenges.

Retirement and financial guidance top the list of must-haves

Retirement preparation assistance, financial planning and goals-based retirement investment planning are top choices for
employees; HR leaders prioritize goals-based retirement investment planning, access to a financial planner and retirement
planning tools and calculators. Both ranked access to a financial advisor in their top three.

Workplace benefits remain key driver of engagement and retention
Roughly 9 in 10 HR leaders (87%) think financial benefits are a game changer for retention (+8% since 2021). Employees
concur, with 91% saying they would be interested in accepting a new job for the benefits they need.

HR leaders believe more work needs to be done
While 54% of HR leaders feel their company is making progress with their financial benefits (+10% since 2023), over 4 out
of 5 (82%) also say employees have asked for specific benefits they do not offer.

Benefits awareness and education is the next frontier

A third (32%) of employees have never thought to reach out to their employers for help, and 85% believe their company
needs to do a better job explaining how to maximize their financial benefits. Most (96%) HR leaders agree.
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“Since we first fielded this study in 2021, each year has seen
employees and employers face dramatic shifts in economic climate.
Yet a clear constant throughout our research has been the theme that
financial benefits are a strategic priority. To better support employees,
employers need comprehensive solutions that are both scalable and
can also cater to the high touch, complex needs of executives—and HR
leaders agree more can be done, including exploring emerging
technologies. With so much in motion, the choices companies make in
terms of the quality and scope of their offering will continue to have an
outsize business impact.”

Scott Whatley, Head of Morgan Stanley at Work
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Key Insights

Employees want more financial support from Benefits + education drive engagement

the workplace and retention

Among employees who have experienced financial Roughly 9 in 10 HR leaders (87%) believe financial
issues in the past year, over 1in 4 (28%) would like to benefits are a game changer when employees decide to
reach out to their company for help with managing stay or leave for another job—up 8% since 2021.

their personal financial issues, yet nearly a third (32%)
have never even thought to do it.

Employees concur, with 71% interested in accepting a
new job if the company provided the financial benefits
And while 96% of HR leaders believe their benefits they need.

education program is effective, fewer (87%)

employees agree, suggesting a disconnect.
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Wide Majority of Employees Want Workplace Support for Financial Challenges

Employees continue to look to the workplace for foundational financial support.

Employee responses: Over the past year, which of the following financial issues, if any,
O have you dealt with or are currently dealing with in your personal life?

Personal and household budgeting [ e1%
wetirementpanning. [
R ——T
Emergency and short-term savings [ 1%

81% Of employees Financial goal setting _ 29%
feel that employers should Credit building - [ 26%

be more involved in helping Financial crisis manggﬁerr(l:(;gtr;ssuch as dealing with _ 17%

them through specific Student loan repayment management [ 12%

financial troubles.

None of tnese | 7
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Strong Benefits Can Drive Talent Retention

HR leaders and employees agree that benefits are key to loyalty, with employees willing to consider changing—or keeping—
jobs to get benefits that meet their needs.

91% 89% 82%

of employees would be of employees would feel of HR leaders have had
interested in accepting a new more invested in staying employees request a specific
work opportunity that provided at their company if it provided type of support that would fall
the benefits they want. financial benefits that meet under workplace benefits that
their specific needs. their company does not offer.
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More Employees Are Still Reducing Contributions

As inflation cools, employees continue to scale back their contributions to workplace benefits accounts—some more than
others.

Reduced contributions by gender: Total reductions to employee contributions by
generation:
Male Female
Gen Z o 77%
£ q Boomer
mergency an
27%- short-term savings -21%
Health savi
25% I oo N 20%
Paying off debt
2 [ PUSNE O 2

13% - College savings fund - 1%
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Opportunities Remain to Close Gaps
HR leaders and employees agree their companies can do a better job helping employees make the most of their benefits.

< ©
81% of employees ' ' 96% of HR leaders

agree that their company needs to do a better job helping employees
understand how to maximize the financial benefits offered.

[STATE OF THE WORKPLACE]
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Al Poised to Affect Workplace Benefits Experience

More than 8 in 10 (82%) employees who work at companies offering financial benefits expect Al to have some impact on
their benefits experience, and nearly all HR executives (98%) agree.

To what extent do you anticipate Al will transform the How proactive has your company been this past year in
employee/participant experience when it comes to the preparing to integrate generative Al into your
workplace/benefits in the coming year? workflows/experience?
50%
48%
39%
28% 29% 31%
22% 25% 22%
o o o 21%
17% 18% 19% °
o,
1% 9%
5% 290 5%
(]
] — . ]
Completely Very much Somewhat Transform a Make no Very proactive Somewhat A little proactive Not at all proactive
transform transform transform little bit impact proactive

® Employee ®HR Leader ®mEmployee ®HR Leader
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EQUITY COMPENSATION

“The data shows that equity has become a key driver of retention,
engagement, and value across the entire organization—and one of
the most powerful tools to sync employees with the success of their
companies. Equity plan engagement can have a direct impact

on employee satisfaction and goodwill, whether it’s through
education programs, executive support, or collaborating with
providers on plan management. Expanding participant eligibility,
education, and access to liquidity events can be a game-changer
for companies and their talent.”

Kate Winget, Chief Revenue Officer of Morgan Stanley at Work

[STATE OF THE WORKPLACE]
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Key Insights

Equity compensation retains MVP
status for driving engagement

Nearly all (95%) HR leaders say equity
compensation is the most effective way
to keep employees motivated and
engaged, which has remained virtually
unchanged year over year (97% in 2023,
95% in 2022, and 93% in 2021). Four in five
employees agree.

Equity compensation is growing
in popularity

More HR leaders report that their
companies are offering some form of
equity compensation benefits (76%, up 4%
YoY and 12% since 2021). While employers
cite equity as the top driver of employee
engagement and retention, opportunities
remain to help employees better
understand equity ownership.

Liquidity is in focus at private
companies

As the economy shifts, the prospect of a
future liquidity eventor IPO is very or
somewhat important to three in five
employees at private companies (62%).
Liquidity events are even more top-of-mind
for HR leaders, with 86% saying it’s
important to consider a liquidity event (such
as a tender offer) in the coming 12-24
months—and even more (88%) for an IPO.

[STATE OF THE WORKPLACE]
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Equity Compensation is a Top Driver of Employee Motivation and Engagement

Employees and HR leaders agree that equity compensation remains perhaps the most powerful tool to build a culture of
ownership and loyalty.

< ©
80% of employees ' ' 95% of HR leaders

say that equity compensation and stock ownership is the most effective way
to motivate employees and keep them engaged.

[STATE OF THE WORKPLACE] 16
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Equity Gaining Popularity as More Companies Offer Stock Plan Benefits

Equity compensation continues to grow in demand among both employees and HR leaders and at both public and private
companies.

Does your company offer some form of equity compensation as a benefit for some employees?

38%

2024
76%

24%

2023
72%

27%

2022
68%

25%

2021

65%

B Employees' response "Yes, we currently offer this" ® HR leaders' response "Yes, we currently offer this"

[STATE OF THE WORKPLACE]
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Employees and HR Leaders See Equity Compensation Differently

HR leaders believe more firmly in the merits of equity compensation for meeting long-term investing goals such as
retirement, highlighting the challenge of helping employees better utilize their equity as more than a near-term bonus

Which of the following do you feel is the biggest benefit to equity compensation?

Highest % HR leader response

Highest % Employee response

.

28%
24%

Provides an additional
source of income

. .

28%

29%

23%
21%
] I

Validates their performance
as an employee

22%

Provides a stake in the
success of the company

Helps meet long-term
investing goals, such
as retirement

B Employees ®HR leaders

10%

0%

None of these/other

[STATE OF THE WORKPLACE]
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For Private Market Equity Compensation, Liquidity is on the Radar
Employees and HR leaders at private companies are weighing the importance and likelihood of future liquidity events.

Employees: How important to you is the
prospect of a future liquidity event or IPO at

the company for which you work?

16%

23%

A%

21%

®Very important ® Somewhat important

= Not too important ™ Not at all important

HR leaders: How important is it to your company to consider the
following in the next 12-24 months?

49% 49%

o,
39% 37%
I I % 1% 5% 7%

Not important at all

Very important Somewhat important Not too important

E|PO  mLiquidity event (i.e., tender offer, merger, etc.)

[STATE OF THE WORKPLACE]
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RETIREMENT SOLUTIONS

“Our research continues to show that employees make better choices
and engage more deeply with their retirement plans when they have
access to financial education and guidance—in turn driving business
outcomes, such as attracting and retaining talent. HR leaders and
employees are equally invested in continuing to improve how
companies can better assist their benefits participants. Plan sponsors,
providers, advisors, and record keepers have a clear mission to
continue to work together to find the right blend of retirement support,
with education an essential ingredient.”

Jeremy France, Head of Institutional Consulting Solutions and
Retirement at Morgan Stanley

[STATE OF THE WORKPLACE]
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Key Insights

; —

Employees are accelerating
financial planning efforts

Even as economic conditions improve and
fewer employees say financial stress is
negatively affecting their work and
personal life (down 4% YoY), nearly 8 in 10
(78%) still feel pressure to accelerate their
financial planning to help make up for lost
time—emphasizing the continued
importance of comprehensive and long-
term benefits support.

Yet employees are cutting back
on contributions

Amid economic uncertainty, nearly two in
three employees (63%) say they are still
reducing contributions to their workplace
financial accounts (nearly on par with 66%
in 2023 and 62% in 2022).

In fact, this year saw even more
employees say they are reducing
contributions to their 401(k) plans (36%, up
3% since 2023).

Retirement plan participants
value guidance even more highly

This may be partly why employees who
participate in their company 401(k)s are
more likely than the general population
to say they need financial investment
planning support (77% vs. 68%). They are
also more likely to feel the need to
accelerate their financial planning to
make up for lost time (82% vs. 72%).

[STATE OF THE WORKPLACE]
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Guidance Tops Employee Most-Wanted List for Retirement Benefits
Employees vote financial guidance and retirement planning support at the top of their list for most-wanted financial

benefits.

L 9 2

Accessto a
financial
advisor

Goals-based
retirement
planning

Access to
retirement
planning tools
and calculators

Employees’ top 3 ranked responses

Goals-based 2 3

retirement
investment Access to a :
planning financial Retirement

advisor planning
workshops

HR leaders’ top 3 ranked responses

[STATE OF THE WORKPLACE]
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Retirement Prevails as a Key Factor in Talent Attraction and Retention
Retirement benefits are a top priority for employees when choosing where to work.

94% of employees ' ' 99% of HR leaders

say that retirement planning assistance from financial professionals is a priority when
choosing where to work and retaining current employees.

[STATE OF THE WORKPLACE] 24
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Yet Employees Are Reducing 401(k) Contributions

The need for retirement planning support is critical, with employees further reducing contributions despite wanting to
improve their financial planning.

Employee “Yes” responses: Have you reduced your contributions to a 401(k) account
because of the economic impacts related to inflation and/or concerns about a recession?

@ O 36%

LA_ 33%

31%

63% of employees

are still reducing overall

benefits contributions.

2022 2023 2024
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Retirement Plan Guidance in Demand

Retirement planning assistance from professionals is so important to retirement participants that 63% say it is a top or high

priority when choosing where to work.

Retirement participants: When choosing where to work, how much of a priority is it that your company provides
retirement planning assistance from financial professionals?

29%

Top priority

High priority, but not top 34%

Moderate priority 25%

8%

Low priority

Not a priority at all 3%

[STATE OF THE WORKPLACE]
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Conclusion

Through Changing Conditions, HR Leaders and
Employees Agree Financial Planning Support Is Key

Companies now recognize assistance with financial planning as
essential to help employees plan for their financial goals. Rising to
meet this moment by improving the benefits experience is a
matter of equal impact for HR leaders and employees alike.

Across the benefits landscape and shifting economic conditions,
employees are looking for more guidance—offering employers an
opportunity to differentiate themselves by not only offering
comprehensive benefits, but also relevant education programs
and intuitive user experiences. Finding the right balance of digital
and in-person solutions to support employees as they navigate
their financial needs will empower workplaces to continue to
attract, engage, and retain top talent.
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Methodology

The data from the Morgan Stanley at Work Employees Survey and HR Leaders Survey comes from a survey of 1,000 U.S.-employed adults and
600 HR leaders for companies. The survey was conducted on behalf of Morgan Stanley at Work using an email invitation and an online survey
between February 5 and February 12, 2024, by Wakefield Research (www.wakefieldresearch.com).
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About Morgan Stanley at Work

Morgan Stanley at Work provides workplace financial benefits that
build financial confidence and foster loyalty—helping companies
attract and retain top talent. Our end-to-end solutions support your
organization at any stage of growth through a powerful combination
of modern technology, insightful guidance, and dedicated service;
they include Equity, Retirement, Deferred Compensation, Executive
Services, and Saving and Giving solutions. And while we’re fulfilling
your company'’s benefits needs, we’re also enhancing your
employees’ financial well-being. Each benefit solution also includes
our engaging Financial Wellness program, which provides
employees with knowledge, tools, and support to help them make
the most of their benefits and achieve their life goals.

About Morgan Stanley Wealth Management

Morgan Stanley Wealth Management is a leading financial services
firm that provides access to a wide range of products and services
to individuals, businesses, and institutions, including brokerage and
investment advisory services, financial and wealth planning, cash
management and lending products and services, annuities and
insurance, retirement, and trust services.

About Morgan Stanley

Morgan Stanley (NYSE: MS) is a leading global financial services firm
providing a wide range of investment banking, securities, wealth
management and investment management services. With offices in
41 countries, the Firm’s employees serve clients worldwide including
corporations, governments, institutions and individuals. For further
information about Morgan Stanley, please visit
https://www.morganstanley.com/.

[STATE OF THE WORKPLACE]
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This report is not an offer to buy or sell or a solicitation of any offer to buy or
sell any security or other financial instrument or to participate in any trading
strategy. This material does not provide individually tailored investment advice
and has been prepared without regard to the individual financial circumstances

and objectives of persons who receive it.

This report has been prepared solely for information purposes. The information
herein is in-part based on, derived from, or includes information generally
available to the public and has been obtained from sources believed to be
reliable. Morgan Stanley Smith Barney LLC does not guarantee their accuracy or

completeness.

This report includes select statements made by certain survey participants.
Morgan Stanley makes no representation or warranty concerning the content of
such statements and is not implying an affiliation or approval with/of any such

persons or the views expressed by such persons.

This material may provide the addresses of, or contain hyperlinks for websites.
Except to the extent to which the material refers to website material of Morgan

Stanley Wealth Management, the firm has not reviewed the linked site.

[STATE OF THE WORKPLACE]

Equally, except to the extent to which the material refers to website material of
Morgan Stanley Wealth Management, the firm takes no responsibility for, and
makes no representations or warranties whatsoever as to, the data and
information contained therein. Such address or hyperlink (including addresses
or hyperlinks to website material of Morgan Stanley Wealth Management) is
provided solely for your convenience and information and the content of the
linked site does not in any way form part of this document. Accessing such
website or following such link through the material or the website of the firm
shall be at your own risk and we shall have no liability arising out of, or in

connection with, any such referenced website.

Morgan Stanley at Work, Shareworks, Morgan Stanley Smith Barney LLC, and its
affiliates, employees and Financial Advisors do not provide legal or tax advice.
Individuals should consult with their tax/legal advisors before making any
tax/legal-related investment decisions. Stocks/equities fluctuate in value and
may be worth more or less than their original cost. Past performance is no

guarantee of future results.
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Employee stock plan solutions are offered by E*TRADE Financial Corporate
Services, Inc., Solium Capital LLC, Solium Plan Managers LLC and Morgan

Stanley Smith Barney LLC (“MSSB”), which are part of Morgan Stanley at Work.

Morgan Stanley at Work services and stock plan accounts are provided by

wholly owned subsidiaries of Morgan Stanley.

Morgan Stanley at Work stock plan accounts were previously referred to as

Shareworks, StockPlan Connect or E*TRADE stock plan accounts, as applicable.

In connection with stock plan solutions offered by Morgan Stanley at Work,

securities products and services are offered by MSSB, Member SIPC.
E*TRADE from Morgan Stanley is a registered trademark of MSSB.
All entities are separate but affiliated subsidiaries of Morgan Stanley.

The laws, regulations, and rulings addressed by the products, services, and
publications offered by Morgan Stanley and its affiliates are subject to various

interpretations and frequent change.

[STATE OF THE WORKPLACE]

Morgan Stanley and its affiliates do not warrant these products, services, and
publications against different interpretations or subsequent changes of laws,

regulations, and rulings. Morgan Stanley and its affiliates do not provide legal,
accounting, or tax advice. Always consult your own legal, accounting, and tax

advisors.

© 2024 Morgan Stanley. All rights reserved.
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