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your employees?
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2022 Wellbeing and Voluntary Benefits Survey

Factors impacting employee retention

(. 0 ER

Correlatlon Correlanon WOrke rS are

Positive drlvers coefficient* Negatlve drivers coefficient*
Satisfied with benefits package 0.629 Lower job satisfaction ~-343 cO nS|de I'I N g a JO b
Younger age -.288

Company shows it cares about 0583

wellbeing Don't feel good about my work -.270 Change . We”bel ng1
Employer is committed to wellbeing 0.548 Don’t care about the company’s success -.242 D E&I and d |Ve rse

Benefits provide diverse offerings The company doesn’t create environment

for a diverse workforce 0.524 where | can be productive -200 be neflts are key

Company shows it cares about Diverse backgrounds are not respected -.191 - -

wellbeing of family and dependents 0.519 , . . d I’IVE rS Of rEte ntIOn .
Company doesn’t offer diverse benefits 184

Trust senior management 0.487 for a diverse workforce '

Employer does good job promoting benefits 0.441 Company is not committed to DE&I -121

* The correlation coefficient is a statistical measure of the strength of the relationship between the relative movements of two variables. The values range between -1.0 and 1.0. A correlation of -1.0 shows a perfect negative correlation; 1.0 shows a
perfect positive correlation.

" BUCK EE Q10. Please indicate your level of agreement with the following statements about benefits and your wellbeing.




2022 Wellbeing and Voluntary Benefits Survey

Wellbeing efforts are missing the mark
for most employees

Level of commitment to promoting employee wellbeing

Employers Employees m Increased significantly
m Increased somewhat Em pIOye rs are 4x
m Stayed the same .
Reduced somewhat more Ilkely than
m Reduced significantly employees to Say they

are significantly
increasing their level

of commitment to

promoting wellbeing.

ER Q1. Please indicate your organization’s recent level of commitment to promoting employee wellbeing.
EE Q1. How has your organization’s commitment to provide resources supporting your wellbeing changed recently?



2022 Wellbeing and Voluntary Benefits Survey

Creative strategies are vital to support DE&I

DE&I and intent to quit

18%

Gap:

14%

A third of employees
feel companies are not

12%

10%

committed to DE&I.

8%

N There is a direct
relationship between
DEI concerns and intent
Intend to quit On the fence Don'tintend to qui to quit_

- All cultures/backgrounds are NOT respected and valued
= Company is NOT committed to DE&I
—Don't provide diverse offerings for a diverse workforce

4%

2%

EE Q14g. People of all cultures and backgrounds are respected and valued at my company (bottom 2 box).

" BUCK EE Q14h. As an institution, my company is committed to social justice, diversity, and inclusion (bottom 2 box).

EE Q14i. My company's benefits program provides diverse offerings for a diverse workforce (bottom 2 box).




Creative strategies are vital to retain younger workers

Average level of agreement by generation

70%

- - 1 out of 2

Millennials would
change jobs for better

40%

benefits and wish

they had a better
understanding

of their benefits.

10%
Gen Z Millennials Gen X Baby Boomers

- | wish | had a better understanding of my benefits == Intend to quit ====\Would change jobs for better benefits

EE Q10g. | would change jobs for better benefits (top 2 box).

" BUCK EE Q10h. Plan to quit (top 2 box).

EE Q10k. | wish | had a better understanding of my benefits (top 2 box).



2022 Wellbeing and Voluntary Benefits Survey

The generational (or life stages) gap Bocayoi ol prapaton e o it

ways to address unique subgroup needs?

. Millennials

Baby Boomers

37%
26%

16% 1%

Financial wellbeing Mental wellbeing Family needs Work/life balance
Live paycheck-to-paycheck Need support for anxiety and Want more childcare Need more job flexibility and
depression resources PTO

Diverse options are vital to recruit and retain younger employees.




2022 Wellbeing and Voluntary Benefits Survey

Employees rate their wellbeing lower
than employers estimate

0 69%
70% 6

65% 63% 66% 66% 67% 6
60%
50% i 49% 50% o
43%

40%
30%
20%
10%

0%

Dependent care Work/life balance Mental/emotional Physical Financial Social

Employers
overestimate all
aspects of wellbeing,
especially financial

Employer estimates of wellbeing vs. employee self-ratings

and social;, employees
expect more support,
especially for work/life,
mental/emotional, and
financial needs.

m Employer mEmployee

" BUCK ER Q4. Please estimate the percentage of your organization’s actively-at-work employees who are essentially “healthy” in each of the following areas.

EE Q5. Which of the following do you consider part of your employer’s responsibility? Q6. Please indicate how “healthy” you feel you are in each of the following areas.



2022 Wellbeing and Voluntary Benefits Survey

Employees’ top request: Better financial support

Desire for expanded employer-sponsored programs

Employees

|_|— 53%
Physical - - Live paycheck-to-paycheck

Financial

Unsure if they manage their

Social
money well

o
B
>

Dependent care 50%

40% 45% 50% 55% 60% 65% 70% 75% 8

® Employees

" BUCK EE Q4. For which of the following areas would you like to receive additional support from your employer? (Select all that apply)



There's agreement on mental health as a priority

Wellbeing priority areas of focus for employers versus employees

Increase job satisfaction and engagement _ 75% Wh . I th .
lle tnere IS

Support employee mental health e

agreement on
Improve employee physical wellbeing 44%
Lower the risk of employee burnout 45% 9% m e ntal h e alth aS a

46%

Support diversity, equity, and inclusion

N
@
RS

50%

Improve productivity

Improve employee financial wellbeing 2 con tOp pI’IOFIty, 1 |n 5

employees feel their
mental health has
L e worsened from a
year ago.

0% 10% 20% 30% 40% 50% 60% 70% 80%

56%
38%

Improve employee social (family/community) wellbeing

Improve employee retirement readiness

Reflect our organizational values and social responsibility

Reduce absenteeism

26%

H\

EEmployers ®mEmployees

ER Q2. Please indicate which of the following desired outcomes are a priority for promoting employee wellbeing in your organization (for the next 1-3 years),

across all your offerings (not just voluntary benefits).




2022 Wellbeing and Voluntary Benefits Survey

Focus areas for expanded wellbeing support

Employers and employees agree Employee Employer

The survey asked about

Stress 1 (45%) 1 (68%) _ _
Exercise 2 (36%) 3 (60%) 66 metrlcs“of vv.e”IIbemg.
Burnout 3 (34%) 4 (56%) Employe_rs get it” that
_ - addressing mental health
Time off policies 4 (34%) 9 (48%) .
iIssues, represented by stress,
Anxiety/depression 5 (32%) 2 (63%) . .
anxiety/depression, and
: _ burnout (1, 2 and 4), should
be priorities — even if
Financial wellbeing assessments 32% Work relationship building 56% .
employees rate it lower
Budgeting and money management 29% Diet and nutrition 49%
among needs.
Retirement readiness 25% Weight management 48%
Unexpected medical expenses 23% Health screenings 45% The disconnect — employers
Travel/vacation assistance 23% Chronic condition management 44% tend to prioritize physical
Emergency savings 22% Healthcare understanding/navigation 42% Wellbeing while employees
Fitness/equipment savings 22% Social isolation 41% value financial savings.
Auto maintenance 20% Child caregiving 37%

ER Q3. For which of the following wellbeing needs are you currently expanding, or you plan to expand resource offerings (not just voluntary benefits) in the next one to three years?

" BUCK (Select all that apply)

EE Q4. For which of the following areas would you like to receive additional support from your employer? (Select all that apply)




Priority areas for support based on lifecycle stages

Younger employees want more
support (millennials the highest)

Greater focus on long-term planning and de-risking

. . * LTC readiness (+39%) * ldentity fraud/cyber protection (+33%)
an d th e d |Ve I’S |ty Of n e e d S te n d S tO + |dentity fraud/cyber protection (+18%) » Retirement readiness (+26%)
d - h » College planning (+13%) » Pet care (+9%)
eC re ase Wlt ag e . + Life and disability (+13%) * Charitable involvement/volunteerism (+6%)

» Retirement savings/readiness (+11%)

» College savings (+10%)

< age 25 Age 25 - 40 Age 41 — 56 Age 56+

+ Unstable home environment (+134%) * Pregnancy or fertility (+104%)

* Hobbies (+111%) * New baby support (+77%)

* Negative emotions (+92%) » College coaching (+76%) .

+ Addiction and substance abuse (+87%) + Child education and/or home tutoring (+64%) Varl ed n ee d S d e m O n Strate th e

» Food/grocery delivery (+84%) + Student loans (+59%) .

+ Entertainment savings (+81%) » Entertainment savings (+43%) I m po rtan Ce for e m p I Oye rS to Oﬁ:er

- Pet care (+66%)  Home ownership/mortgage (+39%) Crea‘“ve Op'“ons to d|ﬁ:erent|ate

their value proposition.

Note: Percentages represent extent of preference above the median response.

WA BUCK

(Select all that apply)
EE Q4. For which of the following areas would you like to receive additional support from your employer? (Select all that apply)

‘ ER Q3. For which of the following wellbeing needs are you currently expanding, or you plan to expand resource offerings (not just voluntary benefits) in the next one to three years?



2022 Wellbeing and Voluntary Benefits Survey

Voluntary benefits provide holistic wellbeing support

12 (0 (2%

average number of voluntary benefits employers offer at least 1 voluntary employers plan to expand voluntary
offered by employers (vs. 10.6 in 2020) benefit (vs. 88% in 2020) benefits (vs. 64% in 2020)

8% [92% |[61%

employees agree that voluntary benefits employers have expanded voluntary employees agree voluntary benefits
are an essential part of a comprehensive benefits since pandemic provide a better value than buying

benefits package similar services outside employer

" BUCK Source: Buck 2022 Wellbeing and Voluntary Benefits Survey 15



The DeKalb
County story

Larry Jacobs
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About DeKalb County, Georgia

« DeKalb County is in the north central portion
of the state of Georgia and contains roughly
10% of the City of Atlanta

* Occupies 271 square miles

» Fourth-most populous county across Georgia
with ~800k citizens

+ ~6,300 employees
» Provide pension and healthcare to ~5,000 retirees
» Served by seven elected Commissioners

» District 3 Commissioner, Larry Johnson,
iIs NACo'’s current 2021-2022 President

WA BUCK



Focus on employee benefits and wellbeing

Benefits guiding principles

Provide quality, affordable healthcare to employees and their families
— Choice in place of service that are valued by employees—current and future
« Manage short- and long-term healthcare cost increases

— Balance between the needs of the County and its employees through simplistic designs and logical /
forward thinking decisions

« Aggressive approaches to wellbeing and health promotion strategies

— Ease of use and understanding for employees and their families

— Focus on preventive care, management of disease(s) and catastrophic case management
« Educate and engage to drive personal accountability
« Consistent focus on employee health and financial wellbeing

« Keep it simple with messaging that’s easy to understand




Focus on employee benefits and wellbeing

Benefits objectives

« Deliver an efficient and effective experience for employees

* Promote preventive care, early risk identification, proper nutrition, healthy lifestyles, and financial support
« Effectively communicate the value of the programs offered to maximize engagement and understanding
« Manage total cost to acceptable trend rates and effectively monitor cost drivers

« Facilitate competitive cost-sharing strategies with competitive benchmarking and talent objectives

WA BUCK



DeKalb County wellbeing objectives

« Assess employee needs and wants

* Help improve employee health
and financial literacy

» Assess key issues relating to employee’s
personal finances (i.e., improve credit scores)

« Connect to real solutions — health, wealth, career
— to aid in their ability to lower stress and improve
outcomes

* Robust education tools and wellness coaching
resources

» Support for engagement and education
« Minimal to no impact to DeKalb County budget

" BUCK m DeKalb CGO}lpty




Continually striving to connect real solutions
for top financial stressors

« Emergency * Emergency and/or  Financial coaching » Credit score and « Student loan and
savings and consolidation loan around budgeting credit building college savings
banking services * Inclusive access and planning * Free credit report, support
for the “unbanked” to affordable * Financial literacy score, and » Salary-linked

* Roundups, low-interest loans education and counseling savings products
two-day early tools * FDIC curriculum

wage acCcess

Connect employees to financial products and tools that they wouldn’t typically have access
to, or if they could access, would be more expensive.

" BUCK m DeKalb County 21



Bullt a strategic roadmap based on data

g g ’ y Financial well-being VB gap analysis
Voluntary s
benchn arklng, and conduct benefit gap analyS|s to b Wt onsrn swerty sercimars
Emergency + Households with difficuly cavering wsual expenses + Colsagues sam up 1o S50 honus on first 2n2n EEF! FW S
. M savings via Increased between 2020 and 2021 + Compelitive 0.5%" APY ongoing 19% offer, plan to offer
e I n e an re res O u r Strate I C roa m a payroll - Rates are particularly high for household Incomes « Money automalically moves lo savings evary period Eme « iy savings via payral
. deduction 550000 ~ Simple, smanphone-irendty 38tup, Moble ba Geguction: 20% offer, 31% pian 1o
+ 65% lack & savings buffer, pulting them at risk of + Broader mobile Banking salutiens - free overdraf offer jhighest of a8 financial
hardstig in the svent of income disruptisn or pratection, aarly access fo pay, and “save whils yo wellbeing cfferings)
Unespected eipenses 550G Toature 10 1ound up spending Ints $avings
Social determinants research — VB enroliment - N . .
Ermargeney Financial well-being VB gap analysis
:::’;":" Well-being consideration Opportunity Benchmarks
Instant pay F both VS Health and your solleagues - no transaction fees, 2020 EBRI FW Survey
and digital subscription fees, minimum :aa" requirements 16% offer, 18% plan to offer
banking for + Auiomated digital desbur
‘“unbanked" + Part of the Allpoint network Df‘« Ms (in CVS Health kocations) Walmart
. n 80 onds with no credi entry fo the financial =
system for unganked un
»_2-day sariy pavch:
Financial well-being VB gap analysis
Voluntary " "
Well-being consideration Opportunity Benchmarks
HSA retro and benefit g
advance
solution Excess + Complement existing auto/home program « For select “carveout” population, bridge gaps between Kellogg's
liability + Litigicusness in the U.S. growing at an alamming pace auto/home Rasiity coverage and a jusgment or McDonald's
s oo v =5 « Gaps in personal lines coverage: accidents at home, dog bites settenment Unites: Airlines
+ Nearly all citie] swimming pools, youthlul drivers, ether uninsurediundeninsured  « As low as 5200 per year collsagues can gel 1M of Home Depat
suggesting Vi 40,38 4 &
Financial well-being VB gap analysis
" Famil it y
g Aovs Sl Observations: Protuetion. Vohintary Wiell-being consideration Opportunity Benchmarks
S0 200K
= Approx. XX% salaries 520 coliege Millennials/Gen X maost iely 1o use 529 plans. - Add payroll deduction and increase promotion Currentty offered to CVS
» 56% of colleagu) = $35,000 savings Paying for coliege #1 financial concern of employes: Enrolimenticontributons in i 29 savings plans Health without payros
Dkt s ey Ao Sty | v st o o sare mosaboeny
+ Gen X and Bab, _ « 70% female colleagues . sxpect kids fo atiend college, only 40% have plan 1o to sel 'g 1t 828 plas Compliing participant data to
pay « Take advantage of state tax credits better understand
e ——— « Over 1/3 of colleagues + #1 concem of parents; 73% worry abou colege funding  » Track performance satistaction
— younger than age 30 nan any other lesue
.
[ ] * B0% tenure less than
) 5 years
. = Women and younger College ROI Homp\emem existing Brignt Horizons as wel as student = greater transparency arcund the “true cost” of VWrite large number of
emplayess more likely to matching and finance and tuition reimbursement benefis and RO based on major, g first-year Fortune 500
experince high financial career path of the largest anuleties ang uasities for j|ca||an for financial aidischolarships, Ste.
— support for ising cost of college . wed for the average family
I stress children angagement and financial weinese. - Eporns on affordaniiny and ouzomes
I :: — | - Parsonalass fnancia aid and loan calcuatons
] — - 1 helps aign ca olces with own
] I ents and interests
— T . nt tools knked to careerknowledge planning
I . arser planning 1o ational choices and
|- return on investmant
]
1 ]
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2022 Wellbeing and Voluntary Benefits Survey

lelling your
wellbeing story

Ruth Hunt

Principal, Engagement Practice, Buck

WA BUCK
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2022 Wellbeing and Voluntary Benefits Survey | Employee communications

Preferred channel disconnects warrant a check-in

. 81%
Email 69%

Online platforms (Internet) P S7% gBLQpQGSt

47%

ﬂl

Home (direct mail) 29%

0,
Webinars (live or recorded) 45%

|

19%

Videos 29%

15%

0,
Worksite (posters, TVs, etc.) 11% 2%

26%

24% Generational
21% differences

22%

|

Text messages 17%

One-on-one discussion with professional benefit advisor

Social media

12%

0,
Benefit fairs (in person or online) 3% 20%

11%

Telephonic 8%
0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

EEmployers ®mEmployees

ER Q15. Please indicate your preferred channels to communicate benefit information to your organization. (Select all that apply)

EE Q11. Please indicate how you prefer to receive voluntary benefits information? (Select all that apply)

More personalized info
IS key to relevance, but
online platforms must

become more effective.

Younger employees

want one-on-one help:

Gen Z: 34%
Millennials: 22%
Gen X: 21%

Baby Boomers: 15%




|dentify your gaps; use creativity to fill them

Perception gap Wellbeing gap Priorities gap
Focus groups or surveys, data Targeting diverse needs; bundle to Examples: Mental and financial
analytics, and creative delivery promote holistic, integrated offerings wellbeing support, top priorities

1’1’1} \;, - ) Supporting l
1 1, mental & |
v 1} i Supporting \ motional hei P.
. our LGBTQ+ @ R .
colleagues £

3 ed i
"H

W
> U

the Linl
Find your SR &
superpower! i

Be your best you with My Well-being

Stretching
your dollars

Getting @ A
financially fit _. w«*"""/“a -
& T i

N

Retiring
from

Health




Get creative amid busy life challenges

Find the Right Mental Health Support

« Be bold: brand to Compete for attention and engagement Click below to find best-fit resources to support you and your family.

Acknowledge today’s challenges; show help to reduce stressors WD I Want- & fouus OR

. . SR el BRI better health habits
« Connect the dots on the value of offerings; help by bundling resources RERIn S o8 BusNEs vt bpogoalpony”
- Make it relevant, e.g., interactive to self-select based on personal Bl I coucsenes asour Tue
situations or lifecycle needs (mental health microsite support at right) caregiving support Menclalwories B
« Educate via personas (“people like me”), from EAP resources to I rane T P concermed about
ANXIOUS OR DEPRESSED oss ox o \oved one suicidal tHhoughts

interactive site on long-term care across generational needs

Who is it for?
ke
E?_,\ ,e’, ‘Li{ %
health & Stk i P2
my wellness MQ #
|y
financial
my@security Tony Eric Jan

rewards &
mY'@ recognition
rowth &
my geve!opment

my community

WA BUCK




Financial wellbeing communication and education

Success insights

« Know your audience
needs; education
IS a start

Can’t win the long game
(retirement savings)
without the short game
(paycheck-to-paycheck

help)

Enable with tools and
benefits, and engaging,
motivational
communication
strategies

MY
CINTAS
BENEFITS Financial
SE LECT' ;gél#? ;;)m SIANG 9 e . tStrength for MAKING THE MOST OF YOUR MONEY
. et omorrow
f by building
strength
today

MAKE THE MOST OF ALL
THE SAVING AND FINANCIAL
RESOL NTAS OFFERS YOU

Microsites can enable doubling down on easy
access to education, benefits and resources

GETTING STARTED WITH YOUR 401(K)

<0
e, SET 8 B1118

WITH YOURL &,
SEE HOW CINTAS HELPS YOU SAVE _

401(]’() _: o/ FOR A MORE SECURE FUTURE!
Brief video series can

" EP { / .\, _|J Rl ol e
r‘;k _s,lmpI!fy universal E U-ﬁ@‘ ]

a® 2 financial concepts



http://buckdesign.cachefly.net/WBG/WBG_WellBeing_Video_04_final.mp4
http://buckdesign.cachefly.net/WBG/WBG_WellBeing_Video_03_final.mp4
http://buckdesign.cachefly.net/WBG/WBG_WellBeing_Video_02_final.mp4
http://buckdesign.cachefly.net/WBG/WBG_WellBeing_Video_01_final.mp4

Example: Financial wellbeing urgency is now

Save now; save on recurring bills

With rising inflation driving up prices, savings from our
Discount Center and many benefit options can really add up.

Find Discount Center savings on purchases such as:

* New and used cars

« Car maintenance, repairs, and roadside assistance plans
* Clothing and accessories for adults and kids

* Restaurants, meal delivery and snacks

« Small and large appliances

* Furniture

Stretch paychecks further — reduce recurring bills for:

* Childcare and e-learning

* Wholesale club memberships

* Cell phones and coverage plans

* Mortgage, auto refinancing and personal loan programs

Tired of rising prices?

Plus, compare auto and home insurance from leading carriers to save every Find ways to save

month.

WA BUCK



Use a needs-based approach; microsite tile examples

More important than ever in our hyper-inflationary environment

To build my financial wellness, | want to...

..get funancially smonter; ...find ways to make my ...be ready for

get gudance paycheck go further unexpected emergencies
...save for my ---fix.or improve my ..oet @ Loan

longer-term goals credit rating

B ot | L brld oo 529 eduncatlon ” " ’ :
...refinance my student loans Y Cccovint ...save and invest for retiremen

WA BUCK



Example: Large county continuous improvement

Problem: Reach employees and family via easy-to-understand
communications, tailored by union subgroup, and flexible to
reach via each audience’s preferred media

options

2022 enroliment highlights guide

Solution: Work closely with union representatives,
conduct focus groups to learn understanding and preferences,

and continually update the communication strategy
» Eye-catching visual identity .
Benefits portal with video benefit tutorials; FSA microsite e
Print enroliment materials AND “go green” initiative to promote Web
“Quick Start” summary to streamline enroliment

Posters for visibility in each workplace

Quarterly wellness newsletters

[Ty

= options

Results: A process and approach that works

« Survey (ASKI!): 95% positive on understanding and 95% on making
good decisions; 88% said mix of print and digital info is just right

* Pivoted quickly for unique needs during the pandemic
* Ongoing collaborative process with unions for input

WA BUCK



How can your organization step up wellbeing?

Let your human capital objectives, data and employee input guide priority actions

DE&lI, social determinants Mental wellbeing support Financial wellbeing and VB

» Data confirming present state and gaps » Claims data and employee listening » Savings and discounts to stretch budgets
for race/ethnicity, women, LGBTQ+, » Stigma reduction, toolkits  Financial coaching; money management
age, ability, neurodiversity, etc.  Tailored support beyond EAPs: » Emergency savings; personal loans

 Policies, practices and culture-building vendor selection, promotion * Long-term care

 Tactics to address health inequities 529 plans; college resources

Family building, caregiving Paid time off, flexibility Employee experience

+ Assessment * PTO buy, sell, trade * Review of employee experience:

* Fertility support « Work flexibility recruitment, onboarding, ongoing

« Transgender benefits * Family leave « Emphasize personalized and ongoing,
» Coaching and counseling services « Life planning/lifestyle accounts year-round communication

Mind the gap: Where’s the right place to help fill it and enhance your employee value proposition?
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The information contained in this presentation does not constitute legal advice. Consult with your legal and tax advisers before applying this information to your specific situation.

© 2022 Buck Global LLC. All rights reserved. Buck is a trademark of Buck Global LLC. and/or its subsidiaries in the United States and/or other countries.



