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Executive summary

Spotlight on retirement readiness
In 2010, 62% of plan sponsors surveyed feel that 
their responsibility includes taking an interest whether 
employees are tracking towards a comfortable retirement 
(i.e., offering an option that allows participants to plan 
for a reasonable replacement ratio) (Exhibit 1.7). This year, 
we asked survey respondents to rank the importance of 
“participant retirement readiness,” and it moved right to 
the top as the most important improvement plan with 
which sponsors want providers to help (Exhibit 9.3). 

Only 15% of plan sponsors surveyed believe most 
employees will be prepared for retirement (Exhibit 7.7). 
While plan sponsors appear to be concerned with the 
retirement readiness of their employees, they appear 
unsure about which tools and offerings are most effective 
at helping participants manage this. 

A mere 25% of plan sponsors surveyed offer managed 
accounts (Exhibit 7.8). However, more than half (51%) 
make individual financial counseling/investment advice 
available to all participants. An additional 16% are 
considering adding this feature in the next two years. For 
those that do not offer this service, potential fiduciary 
responsibility continues to be listed as the top reason for 
not offering it (60%) (Exhibit 7.10).

Retirement income products – options that generally 
include an annuity to provide a lifetime income stream 
– are relatively new to the 401(k) marketplace and have 
lacked significant rates of early adoption among providers, 
plan sponsors, and employees. Less than 5% of plans 
currently offer retirement income products. Further, only 
12% of plan sponsors surveyed indicate they are currently 
considering adding in-plan or at-retirement income options 
(Exhibits 7.11 and 7.13). 

Our workforce is maturing and changing and our 401(k) 
plans are struggling to keep pace. The Baby Boomers 
have begun their transition into retirement and the debate 
regarding the success of 401(k) plans in the U.S. is a hot 
one. Participant readiness is in the spotlight in the media, 
on Capitol Hill, and in our homes. In Deloitte’s opinion, 
retirement readiness will continue to be in the spotlight for 
years to come.

Current trends
Plan sponsors and 401(k) plans have made it through 
significant economic challenges in the last two years. 
Showing a substantial rebound from 2009, 39% of plan 
sponsors surveyed responded that the average participant 
account balance exceeds $75,000 (only 25% reported the 
same in 2009) (Exhibit 1.5). Even as plan balances slowly 
rebound from the lows of 2008 and 2009, participants 
remain cautious about the state of the economy. A 
majority (53%) of surveyed plan sponsors indicated 
participants are holding a “wait and see” approach before 
diving back in to increase contribution rates and resuming 
the level of activity seen in prior years – only 23% of 
respondents reported significant activity (e.g., deferral rate 
changes, hardship withdrawals, loans, etc.) (Exhibit 1.10). 

Demonstrating the participants’ cautious approach, plan 
sponsors reported the most common actions taken by 
participants over the past 12 months were (Exhibit 5.2):

 Increased loan activity (49%) •	
 Decreased deferral rates (41%)•	
 Increased withdrawals – hardship, in-service (40%)•	
 No changes (23%)•	
 Rebalancing portfolios to be less aggressive (21%)•	

These somewhat defensive actions by participants may not 
be surprising given that results from Deloitte’s 2010 Top 
Five Total Rewards Priorities Survey indicated that 60% of 
employees surveyed continue to be concerned about the 
future of their employment security.

While participants remain cautious, plan sponsors appear to 
be more trusting of the recovery as they begin to shift from 
cost cutting back towards ongoing management. In 2010, 
we saw an increase of plan sponsors offering employer 
matching contributions (66%) from 2009 (59%). Among 
those that previously suspended matching contributions, 
55% reported that they plan to reinstate matching 
contributions within the next 24 months (Exhibits 6.1  
and 6.2).  

As used in this document, 
“Deloitte” means Deloitte 
Consulting LLP, a subsidiary  
of Deloitte LLP. Please see  
www.deloitte.com/us/about  
for a detailed description of the 
legal structure of Deloitte LLP 
and its subsidiaries.
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Further, the percentage of respondents indicating that they 
are beginning to consider generational segments within 
their workforce nearly doubled from 37% in 2009 to 63% 
in 2010. This is a clear-cut indication that plan sponsors are 
becoming increasingly aware of the unique challenges of 
employing three generations in the workforce (i.e., Baby 
Boomers, Gen X, and Gen Y) (Exhibit 1.11).

10 year review
When the Annual 401(k) Survey was launched in 2000, 
we saw providers investing in new technologies – on the 
Internet. At the time, Internet utilization was low and was 
generally limited to accessing information rather than 
providing the ability to act on that information within 
a few mouse clicks. At that time, 64% of plan sponsors 
surveyed indicated they were “just beginning” to access 
plan data via the web. An even smaller group (41%) 
indicated participant statements were available  
“on demand” via the web. 

In 2000, auto enrollment was in its infancy – with only 
14% of respondents including it as a plan feature. Today, 
nearly half (49%) of respondents include auto enrollment 
within their plan design (Exhibit 3.3).

From a plan design perspective, the average number of 
investment options available to participants has risen from 
less than 10 in 2000 to more than 20 in 2010 (Exhibit 7.1). 
Eligibility restrictions have also been dramatically altered as 
86% of respondents now allow participant eligibility in the 
first three months (Exhibit 3.1). Similarly, vesting schedules 
have been reduced – in 2000, 42% offered a four to 
six year graded schedule, and in 2010, 42% now offer 
immediate vesting of employer contributions (Exhibit 6.13).

Through the years, plan sponsors surveyed have 
consistently given high marks to their provider and the 
investment options in the plan. The top ranking services 
from providers remain unchanged from 2000 – participant 
website, plan sponsor relationship, general recordkeeping 
services, and regulatory/compliance support (Exhibit 10.6).
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Demographics and general questions

Plan sponsors completed the survey online in early  
2010. The survey offers a snapshot of the  
policies, features, objectives, and expectations of the 
hundreds of diverse plan sponsors providing data, 
although results cannot be projected to the entire 
population of U.S. plan sponsors. 

More than 600 plan sponsors (653) participated in this 
year’s survey. Respondents were fairly evenly distributed 
by geography, size, and ownership status (i.e., publicly or 
privately held).

Exhibit 1.2. Survey respondents by number of employees

12%

10%

14%

11%

35%

18%

1-100

101-500
501-1000

1001-5000

5001-10000
10000+ n=653

Exhibit 1.1. Survey respondents by industry 

13%

31%

10%

n=653

10%

20%

7%

4%

3%

2%

Consumer & Industrial Products/Services

Energy & Resources

Financial Services/Insurance

Health Care & Life Sciences

Professional services

Public Sector/Not for Profit 

Retail

Technology, Media & Telecommunications
Transportation

Industry and size segments
The majority of respondents in this year’s survey were 
in two sectors: Consumer & Industrial Products/Services 
(31%) and Financial Services/Insurance (20%) (Exhibit 1.1). 
The largest segment of survey respondents were  
plan sponsors with 1,001 to 5,000 employees (35%) 
(Exhibit 1.2). 
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Exhibit 1.4. What is the average participant account balance?

Account Balance 2009 
percentage

2010 
percentage

$0 – $10K 5% 4%

$10,001 – $25K 17% 10%

$25,001 – $50K 32% 25%

$50,001 – $75K 21% 22%

$75,001K + 25% 39%

n=592

Exhibit 1.3. What is the average age of your  
participating group?

 2009 2010

< 30 2% 2%

31 – 40 28% 29%

41 – 50 67% 66%

51 + 3% 3%

n=569

Exhibit 1.5. What is the average length of service of your 
participating group? 

Number of years Percentage

< 1 17%

1 – 5 21%

6 – 10 34%

11 – 15 21%

16 – 20 5%

21 – 25 1%

26 + 1%

n=653

Participant demographics
A large majority (66%) of respondents indicated the 
average 401(k) participant age was between 41 and 
50 (Exhibit 1.3). The most commonly reported average 
participant account balance was $75,000 or greater, 
reported by 39% of plan sponsors (Exhibit 1.4). Average 
participant length of service was reported to be more than 
six years by 62% of plan sponsors (Exhibit 1.5).

Exhibit 1.7. Do you feel an obligation to prepare your 
employees for retirement?

 2009 2010

We feel that our only 
responsibility is to offer a 
competitive retirement plan

23% 23%

We feel that our responsibility 
includes taking an interest 
in whether our employees 
are tracking towards a 
comfortable retirement (i.e., 
offering options that allow 
participants to plan for a 
reasonable replacement ratio)

63% 62%

We feel very responsible to 
prepare our employees for 
retirement (e.g., taking a 
very involved approach such 
as monitoring utilization of 
financial planning tools, etc.)

14% 15%

n=628

Exhibit 1.6. How many retirement plans do you sponsor?

Number 
of plans

Qualified 
DC

Qualified,  
Active DB

Qualified,  
Frozen DB

Non 
qualified 
DC

Non 
qualified
DB

1 74% 23% 20% 38% 20%
2 14% 5% 4% 5% 4%
3+ 10% 3% 4% 4% <1%

n=653

Retirement readiness
A new question for the 2010 survey revealed that only 
23% of this year’s respondents offer an active, qualified 
defined benefit plan, while 74% of respondents offer a 
single qualified defined contribution plan (Exhibit 1.6). This 
shows a continuous march towards shifting the burden 
of retirement savings to employees, and away from the 
employer; however, more than three-quarters (77%) still 
responded that they have a responsibility towards helping 
employees prepare for retirement. In addition, 15% of 
this group responded that they feel “very” responsible to 
prepare employees for retirement (Exhibit 1.7).
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New technologies

As the general public has become accustomed to  
Internet-based tools and use of hand-held/mobile 
technology becomes more widespread, retirement  
service providers are beginning to shift to accommodate 
new demands. 

Defining new technology
PDAs – While Personal Digital Assistants (PDAs) are 
widespread and have been used for years to place and 
receive phone calls, view a calendar, and send e-mail from 
anywhere in the country, retirement providers are only 
recently experimenting with how to use them to improve 
the effectiveness of retirement plans and participant  
access to data. Some recent examples include iJoin, 
MassMutual’s e4 technology, and the use of PDAs at 
enrollment meetings.  

IM/Chat now – Instant messaging (IM) is common among 
online retailers, but this technology that allows individuals 
to type and interact with another person real-time (i.e., 
MS Messenger, Yahoo Chat, ICQ, etc.) is not widely used 
in retirement plan administration. As participants continue 
to become more accustomed to using this service in their 
everyday online retail transactions, plan sponsors are 
starting to ask providers how it can be used to improve 
customer service interactions. 

Applications – There’s an app for that… or is there? As 
we shift towards on-demand access anywhere at any time, 
there are literally hundreds of thousands of software tools 
that can be downloaded and used on PDAs, smartphones, 
or via the web for the purpose of informing, entertaining, 
or making decisions (i.e., Google Maps, financial account 
access, games, etc.). A few retirement providers are 
experimenting with Facebook applications that help 
individuals learn more about retirement savings. Relatively 
few have developed applications for use on PDAs and 
smartphones to allow user-friendly on-demand mobile 
access to retirement planning. 

83% of plan sponsors have not used PDA tools 
related to retirement plan administration.

Exhibit 2.1. Some providers are developing innovative tools to 
help participants take immediate action through the use of 
handheld/mobile technology while participating in group or 
individual meetings. Are you aware of these tools?

24%

76%

Yes No n=579

Exhibit 2.2. How have you used PDA tools in retirement 
planning?

Group enrollment meeting 12%

Group meeting other 5%

Individual meeting 2%

N/A, we have not used this tool 83%

Other 2%

n=82

PDA technology use
Forty nine percent of plan sponsors surveyed indicated 
they are unsure of what the new PDA technology tools are 
and would like to know more before offering the option(s) 
to participants (Exhibit 2.3). A small minority of plan 
sponsors (12%) have used the tools at group enrollment 
meetings (Exhibit 2.2).
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Exhibit 2.4. Does your provider offer "chat now" technology 
on the web?

18%

82%

n=166Yes No

Chat now
Similarly, only 18% of plan sponsors surveyed indicated 
that chat technology is offered by their provider (Exhibit 
2.4). The majority of these plan sponsors (60%) indicated 
that the service was too new to tell if they are satisfied. 

While providers have indicated that participants using  
PDA tools during group enrollment meetings lead to higher 
participation, adoption of these new applications has been 
slow among plan sponsors. Only 24% of participating 
plan sponsors indicated an awareness of PDA tools and 
only 17% reported active use of these tools at enrollment 
(Exhibits 2.1 and 2.2).

Exhibit 2.3. Are you interested in offering PDA technology to 
your participants in the future?

22%

11%

49%

18%

n=136
Yes No

Not applicableUnsure, need to learn more

Retirement readiness
Providers are scrambling to develop applications to allow 
participant account access through PDAs. Still others 
have modified their online education to help participants 
take immediate action when using retirement education 
tools and applications. As new technologies emerge, we 
expect plan providers to continue to adapt – away from 
an administrative model that is dependent on paper forms, 
IVR, and basic websites, and towards a model where 
customers have even greater access to real-time data (and 
the ability to take action on that data).
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Eligibility and enrollment

Employers are making it easier than ever for employees 
to participate in 401(k) plans by relaxing eligibility and 
enrollment requirements. More than half (56%) of this 
year’s participating plan sponsors indicate that there 
are no service requirements for plan entry. In addition, 
the majority (42%) indicated there is no minimum age 
requirement (Exhibits 3.1 and 3.2).

Trends in automatic enrollment
After realizing a period of steady growth since the passage 
of EGTRRA in 2001 supporting auto-enrollment, plans 
utilizing the feature seem to have hit a plateau. In 2010, 
49% of respondents indicated that their plans include 
automatic enrollment (a slight decrease from 52% in 2009) 
(Exhibit 3.3). For those offering the program, 47% indicate 
that the average participant deferral rate has increased 
since adopting this feature (Exhibit 3.4).

45% of plan sponsors indicate participants decrease deferrals or 
opt-out at re-enrollment.

Exhibit 3.1. What are the service requirements for plan entry?

Immediate 56%

0 – 3 Months 30%

4 – 6 Months 6%

1 year 8%

n=591

Exhibit 3.2. Minimum age requirement?

None 42%

Less than 21 24%

Age 21 34%

n=587

Although automatic enrollment achieved satisfactory 
participation objectives, there have also been unintended 
consequences. When auto-enrollment was first introduced, 
participants commonly remained at low average deferral 
rates and stayed within the plan’s default investment 
fund. As a result, some plan sponsors took measures 
to increase deferral rates for participants that were 
originally automatically enrolled, known as “re-enrollment 
campaigns.” In 2010, 45% of surveyed plan sponsors took 
this action (Exhibit 3.5) but reported mixed results, with 
only 30% indicating increased participant deferral rates 
(Exhibit 3.6).

Automatic enrollment investment options
It’s no surprise that the majority (65%) of plan sponsors 
surveyed offer a qualified default investment alternative 
(QDIA) for the automatic enrollment program (Exhibit 
3.7). An additional 18% indicated they offer a qualified 
automatic contribution arrangement (QACA). The top five 
default investment elections include:
•	Lifecycle/target	retirement	date	fund	(72%)
•	Balanced	fund	(10%)
•	Risk	based	lifecycle	fund	(7%)
•	Managed	account	(3.5%)
•		Principal	preservation	–	stable	value,	money	 

market, etc. (3.1%)

Retirement readiness
Retirement income products (annuity-based funds) are not 
a prevalent automatic enrollment feature today. However, 
we are seeing increased development of income products 
in the marketplace, including the addition of the income 
feature within lifecycle target date funds. We’ll continue to 
watch these products to spot trends in the future. 
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Exhibit 3.4. Since implementing automatic enrollment has the 
average contribution rate of participants in your plan gone up 
or down?

Contribution rate impact Percentage

Up, higher average deferral rate overall 47%

Down, lower average deferral rate 11%

No change 29%

Unsure 13%

n=277

Exhibit 3.5. Have you implemented a re-enrollment campaign? 

Implemented a re-enrollment 
campaign

2009 
percentage

2010 
percentage

Yes 19% 45%

No 81% 55%

n=286

Exhibit 3.6. If you have implemented a re-enrollment 
campaign, approximately what percentage of participants:

Decrease deferral percentage or opt out of the plan 45%

No change 25%

Increase deferral 30%

n=120

Exhibit 3.3. Do you offer auto enrollment? 

49%
51%

Yes No n = 590 Exhibit 3.7. Within the automatic enrollment feature, does 
your plan offer a standard Qualified Default Investment 
Alternative (QDIA) or a Qualified Automatic Contribution 
Arrangement (QACA)?

Qualified Default Investment Alternative (QDIA) 65%

Qualified Automatic Contribution Arrangement 
(QACA)

19%

Neither 16%

n=330
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Step-up contributions

To combat low deferral rates resulting from participant 
inertia, many plan sponsors and retirement services 
providers are providing access to ‘step-up’ contributions.
 
Defining step-up
Step-up contributions establish a periodic, automatic 
increase in the deferral contribution percentage. The most 
common (64%) default automatic step-up is 1% (Exhibit 
4.3). The majority of plans (38%) allow participants to 
decide when the increase should occur (Exhibit 4.4). 

A slight majority (53%) make this an elective feature 
where participants must opt-in while the other 47% of 
plan sponsors make it a default option for some or all 
participants; however, only 15% of plan sponsors have  
tied step-up contributions to automatic enrollment 
(Exhibits 4.1 and 4.2). 

In 2010, 44% of plan sponsors offered step-up 
contributions, up slightly from 42% in 2009, and 35%  
in 2008 (Exhibit 4.1).

Retirement readiness
While plan sponsors and providers offer this feature to help 
employees increase their deferral rates, participants do 
not seem to be responding – 67% of survey respondents 
indicated that less than 10% of all participants are using 
step-up contributions (Exhibit 4.5). Despite low utilization 
rates, plan sponsor satisfaction with this feature has 
remained consistently high with 92% of surveyed plan 
sponsors indicating they are satisfied with the option in 
the plan.

Exhibit 4.1. Does your plan contain a step-up  
contribution feature? 

 2009 2010

Yes, tied to the Automatic 
Enrollment feature

16% 15%

Yes, tied to the Easy 
Enrollment feature

1% 3%

Yes, tied to both Easy 
Enrollment and Automatic 
Enrollment features

1% 4%

Yes, as a separate, stand-alone 
feature

24% 22%

No 41% 44%

No, but considering it 13% 10%

No, we were unaware of this 
feature

2% 1%

Other 2% 1%

n=580

Exhibit 4.2. Is your step-up feature:

53%47%

n=261Elective
Automatic for some or all participants

47% of plan sponsors offering step-up 
contributions have made it automatic for 
some or all participants.



10

Exhibit 4.4. When do you step up the deferral percentage  
each year?

 2009 2010

The anniversary date of the 
participant’s enrollment

12% 23%

Tied to the company’s salary 
increase date

21% 16%

The beginning of the year 24% N/A

Participants select the date 36% 38%

Other 7% 23%

n=258

Exhibit 4.5. What percentage of your participants are currently 
in the step-up contributions program?

0 – 10% 67%

11 – 25% 20%

25 – 50% 8%

More than 50% 5%

n=237

Exhibit 4.3. What is the incremental step-up percentage 
applied each year?

64%

1%
1%

34%

n=2581% 2% Other Employee Choice
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Employee contributions

Exhibit 5.1. What was the Average Deferral Percentage (ADP) 
of the Highly Compensated Employees (HCEs) and Non-Highly 
Compensated Employees (NHCEs) based on the results of the 
most recent discrimination test?

 2009 2010

 HCE 
ADP

NHCE 
ADP

HCE 
ADP

NHCE 
ADP

< 4% 10% 21% 13% 24%

4 – 5.99% 19% 37% 18% 41%

6 – 7.99% 47% 28% 49% 24%

8% or more 24% 14% 20% 11%

n=429 n=428

Exhibit 5.2. Given current economic conditions, what actions, 
if any, have participants in your plan taken within the last 12 
months? Check all that apply. 

Increased loan activity 49%

Decreased deferral rates 41%

Increased withdrawals (hardship, in-service) 40%

Rebalancing portfolios (less aggressive) 21%

Increased deferral rates 18%

Rebalancing portfolios (more aggressive) 8%

Increased opt-out for automatic enrollment 4%

Other 2%

No changes 23%

n=549

In 2010, employee contributions (both highly compensated 
and non-highly compensated) were slightly lower 
compared to 2009 (Exhibit 5.1). This appears to be  
a lingering impact from the uncertainty in the economy 
and is corroborated by the most common actions taken  
by participants over the past 12 months. Plan sponsors 
reported these actions as (Exhibit 5.2):
•	Increased	loan	activity	(49%)
•	Decreased	deferral	rates	(41%)
•	Increased	withdrawals	–	hardship,	in-service	(40%)
•	No	changes	(23%)
•	Rebalancing	portfolios	to	be	less	aggressive	(21%)

These participant actions may suggest 1) a more 
immediate need for cash or higher take-home pay; and/or 
2) a reduced appetite for financial risk. 

Retirement readiness
Increasing the average deferral rate in the plan continues 
to be one of the top measures of success for plan sponsors 
– and will be an indicator of a participant's readiness 
to retire. The most frequently noted deferral rate for 
non-highly compensated employees moved from 6 to 8% 
down to 4 to 6% on average. For highly compensated 
employees, the average deferral remained steady at 6 to 
7.99% (Exhibit 5.1).

Most surveyed plan sponsors did not maintain different 
contribution limits for HCEs than for NHCEs (73%)  
(Exhibit 5.3).

Non-highly compensated employees' average 
deferral rate is most commonly 4 to 6%.

Exhibit 5.3. Do you have different maximum contribution 
percentages for HCEs and NHCEs?

17%

n=563

56%

27%

Yes No Our plan does not limit employee 
contributions, other than regulatory limits
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Exhibit 5.5. What is the current participant adoption rate of 
the Roth 401(k) feature?

 2009 2010

Less than 1% 16% 14%

1%-5% 48% 39%

6%-10% 24% 28%

More than 10% 12% 19%

n=212

Exhibit 5.4. Do you offer a Roth 401(k) feature?

39%

8%

41%

n=559

12%

Yes
No, and not considering it
No, but considering it within the next 12 months
No, but considering it in the next 12-24 months

Greater interest in Roth 401(k) 
Interest in Roth 401(k) is growing among surveyed plan 
sponsors, with 20% considering adding this option (up 
from 6% in 2009) (Exhibit 5.4). The number of plan 
sponsors currently offering a Roth 401(k) option also 
continues to see steady growth with 39% of surveyed plan 
sponsors indicating they are offering this option today – 
up from 31% in 2009, and 21% in 2008. 
 
Even with the steady increase in the number of plans 
offering Roth 401(k), participant adoption has been slow 
with 53% of plan sponsors indicating that fewer than 5% 
of their participants are using this feature (Exhibit 5.5).
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Employer contributions

Exhibit 6.1. Do you offer one of the following?

 2009 2010

Matching contributions 59% 66%

Profit sharing contributions 5% 3%

Both matching and profit 
sharing contributions

27% 20%

Neither 9% 11%

n = 561

Exhibit 6.2. If you suspended your match, do you plan to 
reinstate it? 

Yes, in the next 12 months 42%

Yes, in the next 12-24 months 13%

We will consider reinstating it at a later date 40%

No 5%

n = 40

Exhibit 6.3. What is your 401(k) plan's matching formula?

 2009 2010

All employees same formula 74% 74%

Two employee groups, 
different formulas

9% 10%

Multi-tiered contribution 
formula

11% 9%

Varies from year to year 2% 1%

Other (not defined above) 4% 6%

n=372

Note: Most common match formula is 50% of employee pre-tax 
deferrals up to 6% of pay

Employer contributions are on the upswing following a 
difficult period where many employers were reducing and/
or eliminating matching contributions altogether. In 2010, 
two-thirds of surveyed plan sponsors reported offering 
employer matching contributions (an increase from 59% 
to 66%) (Exhibit 6.1). Meanwhile, 55% of surveyed plan 
sponsors who had previously suspended their employer 
match indicated they will reinstate it within the next  
12 to 24 months (Exhibit 6.2). 

Among respondents that previously suspended employer match, 
55% plan to reinstate it within the next 12 to 24 months.

Trends in employer matching
Among survey respondents, the most common match 
formula was 50% of employee deferrals up to 6% of pay. 
This was closely followed by 100% of employee deferrals 
up to 3% of pay (Exhibit 6.3). Additionally, a large majority 
of surveyed plan sponsors (84%) reported depositing the 
employer match in employee accounts each pay period 
(Exhibit 6.4). 

Trends in vesting rules
In addition to offering company matching contributions, 
plan sponsors continue to simplify plan administration 
while actively working to increase participation by offering 
reduced vesting restrictions. Continuing a trend from 
previous years, a significant number of survey respondents 
(58%) are encouraging participation through providing 
immediate eligibility for employer matching contributions 
(Exhibit 6.5). This figure reflects a steady increase over the 
last five years (45% in 2005/2006 and 57% in 2009).

Retirement readiness
Within the 401(k) plan, matching contributions continue 
to be the most popular way for plan sponsors to help 
employees prepare for retirement. In fact, plan sponsors 
are more likely to provide matching contributions for 
employees (66%, up 7% over 2009 data) than they are to 
offer profit sharing (4%) or both matching contributions 
and profit sharing (20%) (Exhibit 6.1).



14

Exhibit 6.5. What are the service requirements for  
employer contributions?

 2009 2010

Immediate 57% 58%

Less than 1 year 14% 16%

1 year 24% 21%

Other 5% 5%

 n = 498

Exhibit 6.4. How often is the match calculated and deposited?

 2009 2010

Each pay period 79% 84%

Monthly or quarterly (less 
frequently than each pay 
period)

10% 6%

Annually (once a year), 
regardless of hours

3% 2%

Annually (once a year), with a 
required number of hours, or 
employed on the last day of 
the year

8% 8%

n=476
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Investments

Exhibit 7.1. What is the total number of investment options in 
your plan?

10th percentile 11%

25th percentile 13%

Median 16%

Mean 20.83%

75th percentile 21%

90th percentile 28%

n=534

Exhibit 7.2. How many fund families do you utilize for your 
investment fund line-up? 

10th percentile 2%

25th percentile 5%

Median 7%

Mean 8.05%

75th percentile 10%

90th percentile 14%

n=460

Exhibit 7.3. Which type of investment vehicles are utilized in 
your plan? (check all that apply)

 2009 2010

Annuities 8% 5%

Collective trust funds 28% 31%

Mutual funds 91% 92%

Separate accounts 21% 20%

Exchange Traded Funds (ETFs) N/A 3%

Other 10% 7%

n=481

Exhibit 7.4. How frequently do you evaluate and benchmark 
the performance of the plan's investments?

 2009 2010

Quarterly 60% 63%

Semi-annually 18% 16%

Annually 16% 17%

Other 1% 1%

No formal schedule 5% 3%

n=507

Exhibit 7.5. What is the overall average weighted expense 
ratio for your plan? 

Unsure 55%

Aware 45%

The 10th to 90th percentile range was 0.29%-1.07%, with a median 
expense ratio of 0.61%

n=487

The average number of investment options has slowly 
increased through the years. In 2000, the survey found  
the average at 10 investment options. In 2010, the 
average has increased to more than 20 investments in the 
typical line up (Exhibit 7.1). 

One-third of respondents indicated that greater than 50% 
of the fund line-up is made up of proprietary investments 
offered by their current recordkeeper. 

Among survey respondents, there are on average eight 
different fund families represented in the plan (Exhibit 
7.2). Mutual funds continued to be the most commonly 
offered fund option (92%), followed by collective trusts 
(31% up slightly from last year at 28% in 2009) and 
separately managed accounts (20%) (Exhibit 7.3). The least 
commonly offered are annuities (decreased from 7% in 
2009 to 5% in 2010) and exchange traded funds (ETFs) 
(just 3% in 2010).

Evaluating investment performance
Respondents also indicated that they are evaluating 
investment performance more frequently than before, with 
a majority performing reviews quarterly (63%), up a slight 
3% from last year (Exhibit 7.4). These evaluations are most 
often being performed by an outside consultant (60%).

Only 15% of surveyed employers believe most 
employees will be prepared for retirement.

Looking at expense
The majority (55%) of plan sponsors surveyed indicate 
they are unaware of their plan’s overall average weighted 
expense ratio (Exhibit 7.5). For the remainder, the average 
expense ratio landed at 0.61%, although the range was 
broad from 0.28 to 1.07%. The range and average are 
directionally consistent with the 2009 Deloitte/ICI 401(k) 
Fee Study. 
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Exhibit 7.7. In your opinion, are your employees saving 
adequately for retirement?

 2009 2010

Most employees are or will 
be financially prepared for 
retirement

14% 15%

Some employees are or will 
be financially prepared for 
retirement

67% 67%

Very few employees are or 
will be financially prepared for 
retirement

19% 18%

n=455

Exhibit 7.9. Is individual financial counseling/investment advice 
available to participants?

Yes, to all participants 51%

Yes, to some participants 4%

No, and we are not currently considering this 
feature

29%

No, but we are considering adding this feature 
within the next 12 months

9%

No, but we are considering adding this feature 
within the next 12–24 months

7%

n=513

Exhibit 7.8. Do you offer managed accounts?

25%

60%

10%

5%

Yes No

No, but considering it No, unaware of this feature

n=532

Fund change activity
Thirty eight percent of surveyed plan sponsors indicated 
they have changed a fund in the last year due to poor 
investment performance – 63% have made this change 
over the last two years (Exhibit 7.6).

Exhibit 7.6. When was the last time you replaced a fund due to 
poor performance?

 2009 2010

Within the last year 39% 38%

1 to less than 2 years 23% 25%

2 to less than 5 years 20% 22%

5+ years 5% 6%

Never 13% 9%

n=504

Retirement readiness
Only 15% of surveyed employers believe most employees 
are or will be prepared for retirement, leaving an 
astounding 85% that believe some or very few will be 
prepared for retirement (Exhibit 7.7). 

A mere 25% of surveyed plan sponsors offer managed 
accounts (Exhibit 7.8). For those that do not offer this 
service, potential fiduciary responsibility was listed as the 
top reason (60%) for not offering managed accounts 
(Exhibit 7.10). However, more than half (51%) make 
individual financial counseling/investment advice available 
to all participants and an additional 16% are considering 
adding this feature in the next two years (Exhibit 7.9).
 
Participant access to retirement income products remains 
low – less than 5% of plans offer retirement income 
products (Exhibits 7.11 and 7.13). More than 74% of plan 
sponsors indicate they are not considering adding in-plan 
or at-retirement income options. 
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Exhibit 7.10. If financial counseling/investment advice is not 
offered, why not? (Check all that apply.)

Cost 32%

Potential fiduciary liability 60%

Employees are not requesting this service 37%

We were unaware of this feature 0%

We are actively researching this feature and 
may implement in the future

23%

We are not interested in offering in the  
DC plan

8%

Other 8%

n=228

Exhibit 7.11. Have you considered adding an in-plan retirement 
income product (accumulation annuity) to your current plan in 
light of recent market performance?

Yes, we are looking into it 13%

Yes, we have added this 1%

No, we are not considering at this time 75%

Unaware of this feature 11%

n=495

Exhibit 7.13. Have you considered adding an in-retirement 
income product (annuity purchase option) to your current plan 
in light of the recent market performance?

Yes, we are looking into it 12%

Yes, we have added this 4%

No, we are not considering at this time 74%

Unaware of this feature 10%

n=499

Exhibit 7.12. What is/was the biggest driver of your selection 
decision of a retirement income product? (Check all that apply.)

Recommendation by advisor/consultant 63%

Organizational strength (high ratings) 56%

Crediting rates on the deferred annuity 50%

Name recognition 27%

Only option offered by our provider(s) 17%

n=48
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Fees

In 2010, 86% of surveyed plan sponsors agreed that the 
fees paid to administer the 401(k) plans are competitive 
(compared to 89% of last year’s respondents) (Exhibit 
8.4). However, 21% still indicated there is difficulty in 
obtaining the basis for such fees (Exhibit 8.3) and 36% 
were not confident about understanding revenue share 
arrangements (Exhibit 8.4 and 8.5). Fee discussions 
in the media and in recent legislation appear to have 
made plan sponsors more aware and they are requiring 
retirement providers to provide more information and 
more transparency. These results indicate that we still have 
a long way to go.

Generally, plan sponsors state recordkeeping and plan 
administration fees are paid by either investment revenue 
(43%) or through direct fees charged to the employer by 
the recordkeeper (39%) (Exhibit 8.1). 

Fees related to managed accounts are much more likely 
to be directly passed to the participant utilizing the service 
– specifically, 72% of surveyed plan sponsors reported 
passing those charges on to employees versus only 9% 
paid through the employer (Exhibit 8.2). 

An overwhelming majority (90%) indicated satisfaction 
that fee transparency was imminent (Exhibit 8.6). However, 
only 73% indicated that they are currently receiving 
detailed breakouts of indirect and direct revenue received 
by their recordkeeper (which would be required by the 
Department of Labor's new Schedule-C regulations 
released July 16, 2010) (Exhibit 8.7).

Retirement readiness
Seventy seven percent of surveyed plan sponsors indicate 
that participants have no-cost access to financial advice/ 
counseling (Exhibit 8.8). The expense of these services 
is either covered by the plan sponsor (25%) or the 
recordkeeper is not assessing a direct fee for service (52%). 
Of the 25% of plan sponsors offering managed accounts, 
it appears that participants bear the cost at nearly three 
quarters (72%) of those organizations (Exhibit 8.2).
 

36% of plan sponsors indicate difficulty 
obtaining a clear description of revenue  
sharing arrangements.
Exhibit 8.1. How are your 401(k) plan's recordkeeping and 
administration fees paid?

 2009 2010

All of the recordkeeping and 
administrative fees are paid 
through investment revenue

43% 43%

Some or all of the 
recordkeeping and 
administrative fees are not 
covered by investment revenue 
so there is a direct fee that is 
charged by the recordkeeper

46% 39%

•		The	company	pays	this	fee	
directly

61% 66%

•		This	fee	is	allocated	to	
participants

21% 23%

  –  Pro-rata based on account 
balances

59% 44%

  –  An equal dollar amount to 
all participants

41% 56%

•		Both	the	company	and	the	
participants pay this fee

18% 12%

Some or all of the 
recordkeeping and 
administrative fees are not 
covered by investment revenue 
so there are additional fees 
in the form of a wrap fee or 
added basis 

6% 13%

•		This	fee	is	allocated	to	
participants through a 
reduction in investment 
return

29% 29%

•		The	company	pays	this	fee	
directly

53% 67%

•		Both	the	company	and	the	
participants pay this fee

18% 5%

Other 5% 5%

n=466
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Exhibit 8.5. We have no difficulty obtaining a clear description 
of all the revenue sharing arrangements that our recordkeeper 
has with the mutual funds included in our plan.

10%

26%

64%

Agree Disagree Neutral/no opinion n=476

Exhibit 8.2. If you offer managed accounts to your 
participants, who pays for this service?

9%

19%

72%

Participants
Plan sponsor
There is no charge for this service

n=113

Exhibit 8.3. We have no difficulty obtaining a clear 
explanation of the normal fund operating expenses of the 
funds in our plan

8%

13%

80%

Agree Disagree Neutral n=475

Exhibit 8.4. We believe our fees are competitive.

1%

13%

86%

Agree Disagree Neutral/no opinion n=474
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Exhibit 8.7. Are you receiving detailed breakouts of indirect 
and direct fees received by your provider?

27%

73%

Yes No n=440

Exhibit 8.6. Are you pleased to see that full fee disclosure is 
imminent, given the current proposed regulations?

10%

90%

Yes No n=464

Exhibit 8.8. If you offer financial advice/counseling to your 
participants, who pays for this service? 

Participants, via a per participant fee 13%

Participants, via an asset-based fee 15%

Plan sponsor 25%

There is no charge for this service 52%

n=253
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Recordkeeping technology and 
policies

Exhibit 9.3. Rank the following changes/improvements that 
your provider could make in the order of importance, with 1 
being the most important and 5 being the least important.

 2009* 2010

Improve participant readiness for retirement N/A 2.55

Improve participant experience (enhanced 
website, expanded call center hours, targeted 
communications)

1.86 2.69

Offer investment options with lower fees and/or 
better performance

1.86 2.76

Reduce direct fees to plan sponsor 2.22 2.79

Add/enhance plan sponsor website and tools 2.10 2.87

Improve accuracy of information 2.84 2.96

Improve fee transparency 2.36 3.06

Improve relationship management and 
responsiveness to plan sponsor inquiries/issues

2.59 3.12

Improve turnaround times for reports and 
statements

2.68 3.48

Improve products and services for other benefit 
programs (defined benefit, health and welfare, 
non-qualified)

3.82 3.81

Other N/A 2.68

*2009 ratings were adjusted to reflect 5-point scale

Plan sponsors continue to access online information, with 
90% or more of survey respondents indicating that they 
access plan and participant data as well as participant 
statement information and investment performance 
online (Exhibit 9.1). While a large majority (86%) of survey 
respondents indicated satisfaction with the information 
available to participants online, websites available to plan 
sponsors aren’t as satisfying. When asked to rank the 
most important improvements retirement providers could 
make, improvements to the plan sponsor and participant 
websites both ranked within the top five. (Exhibit 9.2  
and 9.3).

56% indicated statements are most frequently 
delivered hard-copy via the mail.

Exhibit 9.1. What data and/or functionality does your provider 
give you access to via the website?

 Participant data 99%

 Plan data 96%

 Participant statement information 93%

 Investment performance 90%

 Plan-level statement information 89%

 View individual participant-level transactions 87%

 Ad-hoc queries and reports 82%

 Post payroll contribution/loan repayment files 75%

 Post compliance information 62%

 Process indicative data updates 52%

 Plan benchmarks 44%

n=473

Exhibit 9.2. Do you utilize the plan sponsor website 
frequently?

3%

97%

Yes No n=479
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Exhibit 9.5. How are participants’ statements provided?  
Please rank from most prevalent (1) to least prevalent (4).

 Rank 1 Rank 2 Rank 3 Rank 4

Hard copy statement 
mailed quarterly 

56% 11% 12% 21%

Quarterly statement 
available online

18% 53% 23% 6%

Statement e-mailed 
quarterly

9% 20% 36% 35%

“Statements on 
Demand” (as of 
any date) available 
anytime

21% 18% 27% 34%

n=459

Exhibit 9.7. Do participants receive retirement income 
projections illustrating anticipated annual income in 
retirement? 

Yes, via online 42%

Yes, via participant statements 16%

Yes, via separate communication 12%

No, we are considering adding this feature in the 
next 12 months

5%

No, we are considering adding this feature in the 
next 12-24 months

4%

No, this feature is not offered by our vendor 10%

No, we are not considering adding this feature 11%

n=465

Exhibit 9.6. Can participants download transaction history/
statement data? 

 2009 2010

Yes 67% 72%

No, we intend to offer this 
feature in the next 12 months

N/A 1%

No, download unavailable at 
this time

21% 15%

No, we were unaware of this 
feature

12% 12%

n=444

Trends in reporting
Participant access to online tools is standard (100%) 
and a majority of surveyed plan sponsors indicated that 
participant website usage was medium to high (Exhibit 
9.4). Seventy two percent indicated that participants 
can download transaction and statement data into 
other applications (Exhibit 9.6). However, hardcopy still 
prevails as the most frequent way employees receive their 
retirement statement information (56%) (Exhibit 9.5). 

From a plan sponsor perspective, 60% of those surveyed 
indicated they view the website daily (Exhibit 9.2). 
However, only 44% of respondents indicated they can 
view plan level benchmarks online (Exhibit 9.1). 

Exhibit 9.4. What is the level of Internet usage by your 
participants?

Low (0-25%) 11%

Medium (25-75%) 38%

High (over 75%) 31%

Unsure, we do not monitor web usage 20%

n=473

Retirement readiness
Based on new survey questions for 2010, participants 
are accessing retirement income projections (illustrating 
anticipated annual income in retirement) either online or 
via a prepared statement (70%) (Exhibit 9.7). An additional 
9% of respondents indicated they are considering adding 
income projections in the next 24 months. While adoption 
of retirement income tools has been slow, we expect to 
see income projections become standard as more plan 
sponsors focus on retirement income in the near future – 
especially as Baby Boomers prepare for retirement and the 
regulatory landscape evolves to include more participant-
related communication. 
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Provider relationships

In 2010, respondents expressed continued satisfaction 
with using a single retirement plan provider. The top 
benefits to having a single provider include:

 Simplified and consolidated sending and receiving of •	
information (78%) 
 Consolidated view of information on the web for •	
participants (73%) 
Consolidated view of these plans on the web (69%)•	

Loyal with a watchful eye
Consistent with past surveys, plan sponsors enjoy an 
established and longstanding relationship with their 
plan providers. More than one-third (36%) of survey 
respondents have been with their current provider 
between five and nine years, while an additional 34%  
have maintained their provider for 10 years or more  
(Exhibit 10.3).

Plan sponsors continue to be watchful in monitoring 
service agreements (Exhibit 10.1). Call center statistics, 
accuracy, and statement turnaround time are the most 
frequently measured services (Exhibit 10.2).

Notwithstanding these long relationships, vendors may 
need to work harder to keep their current portfolio of 
business, as more plan sponsors (34%) indicated they had 
evaluated providers in the last two years, and another 
34% indicated intentions to review this in the next two 
years (Exhibit 10.4). Of those plan sponsors who changed 
providers recently, the top three reasons noted for 
changing providers include finding a better solution, poor 
service, and lower fees (Exhibit 10.5).
 

Plan sponsors ranked highest levels of satisfaction with the 
following services (Exhibit 10.6): 
•	Plan	website	for	participants
•	Plan	sponsor	support	and	relationship	management
•	Administration/recordkeeping
•	Compliance/regulatory
•	Plan	website	for	sponsors

While all services ranked well, the areas receiving the 
lowest scores were:
•	Consulting
•	Investment	advice	tools
•	Innovative	use	of	tools	and	technology

As the discussion about fee transparency continues, 
plan sponsors and regulators have demanded improved 
transparency from providers. This has resulted in its rapid 
movement to the bottom of the list of improvements plan 
sponsors want to see from providers. In 2010, the top five 
requested improvements include (Exhibit 9.3):
•	Reduce	direct	fees	to	plan	sponsor
•		Offer	investment	options	with	lower	fees	and/or	better	

performance
•	Add/enhance	plan	sponsor	website	and	tools
•		Improve	participant	experience	(enhanced	website,	

expanded call center hours, targeted communications)
•	Improve	participant	readiness	for	retirement

Retirement readiness
We expect improving participant readiness for retirement 
to continue among the most notable discussions in 
retirement in the coming future. 

Employers ranked “improve participant readiness for 
retirement” as one of the most important changes their 
providers could make.
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Exhibit 10.4. Do you plan to evaluate the vendor marketplace 
within the next two years? 

Yes, we will perform a review to ensure our prices 
are competitive, but have no intent to change 
providers at this time

34%

Yes, we are considering changing providers 12%

No, we have no plans to consider other vendors 
at this time

54%

n=468

Exhibit 10.3. How long have you been with your  
recordkeeper/administrator?

 2009 2010

Fewer than 2 years 11% 10%

2 to fewer than 5 years 23% 20%

5 to fewer than 10 years 34% 36%

10+ years 32% 34%

n=474

Exhibit 10.5. If you have made a change in provider in the  
last two years, please list the reason for the change (check all 
that apply):

 2009 2010

A better solution 46% 56%

Poor service 30% 40%

Fees 40% 38%

A change in your 
organizational structure

16% 20%

Other 30% 16%

Provider consolidation 20% 13%

 n=465

Exhibit 10.2. Which service levels are being measured?  
(Check all that apply) 

 2009 2010

Accuracy 79% 81%

Call center statistics 82% 79%

Statement and report 
turnaround time

77% 77%

Loan, distribution, and 
withdrawal check processing 
time

63% 69%

Participation rate 35% 39%

Fund diversification at the 
participant level 

29% 28%

n=192

Exhibit 10.1. Does your provider agree to maintain specific 
levels of service or performance with the risk of sacrificing 
fees or providing additional services should these levels not 
be met? 

 2009 2010

Yes 42% 41%

No 34% 33%

Don’t know 24% 26%

n=465
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Exhibit 10.6. How would you rate your vendors on the 
following (on a scale of 1-5, with 5 being the highest)?

2009 2010

Plan website for participants N/A 4.19

Plan sponsor support and 
relationship management

3.58 4.17

Administration/recordkeeping 3.56 4.14

Compliance/regulatory 3.63 4.12

Plan website for sponsors 3.49 4.04

Investment fund performance 3.39 3.99

Call center services 3.52 3.98

Fees compared to marketplace 3.46 3.98

Voice response system N/A 3.91

Fee disclosure 3.41 3.88

Employee communication/
education

3.52 3.79

Consulting 3.39 3.76

Investment advice tools 3.42 3.76

Innovative use of tools and 
technology

N/A 3.72

Overall 3.49 4.03

n=449
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Plan effectiveness

Exhibit 11.1. How is your 401(k) plan strategy aligned to your 
corporate business strategy?

 2009 2010

It is carefully considered and 
closely aligned

28% 35%

It is generally considered and 
generally aligned

46% 45%

There is not a process in place 
to consider or align

26% 20%

n=454

Knowing what you want to accomplish, and then defining 
it, helps measure the effectiveness of any initiative. Due 
to the economic and regulatory climate, it appears that 
employers are being more strategic about this within their 
401(k) plans. 

Strategic
In 2010, 35% of respondents indicated their plan design 
and corporate strategy are “carefully considered and 
closely aligned,” an increase from 28% in 2009. However, 
still 20% believe they lack a process to consider or align 
their 401(k) plan with their corporate strategy  
(Exhibit 11.1).

Exhibit 11.2. Do you feel that your 401(k) is an effective 
recruiting tool?

21%

79%

Yes No n=461

Exhibit 11.3. Do you feel that your 401(k) plan assists in 
retaining your existing employees?

28%

72%

Yes No n=461

Exhibit 11.4. Do you believe that the provisions of your 401(k) 
plan are:

 2009 2010

More competitive than your 
peers

32% 29%

As competitive as your peers 58% 58%

Less competitive than your 
peers

11% 13%

n=461

Competitive
More than half (58%) are confident that their plan is as 
competitive as their peers, while 29% believe that their 
plan is richer than those offered by their competitors 
(Exhibit 11.4). Seventy nine percent see the 401(k) plan as 
an effective recruiting tool and 72% believe the plan helps 
to retain employees (Exhibits 11.2 and 11.3).

Effective
When we asked plan sponsors what they considered 
made a 401(k) plan “effective,” respondents ranked 
high participation levels, investment performance, and 
employee appreciation as the top three indicators (Exhibit 
11.5). These dimensions of plan effectiveness have 
remained the key indicators since this question was first 
tracked in 2004. 
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Exhibit 11.6. What is the primary barrier to making your plan more 
effective? (Percentages represent number of top 3 votes.)

Current market/economic trends 48%

Lack of employee understanding 42%

Employee demographics (age, salary, education 
level, language barrier, etc.)

28%

Ineffective employee communications 20%

None 18%

Low company matching formula/waiting period 
for matching contribution

16%

Investment performance 10%

Employee turnover 10%

Administrative costs 7%

Other 6%

Lack of provider support/internal resources 4%

n=439

Exhibit 11.5. Rank the following primary indicators of an effective 
401(k) plan, with 1 being the most important, and 5 being the 
least important

High level of participation 2.01

Investment performance 2.66

Employee appreciation 3.13

Cost-effectiveness 3.39

Easy accessibility/technology 3.80

n=453

Current market/economic trends remained the top barrier 
(48%) to plan effectiveness despite the rebound in 
participant balances from the lows of 2008 and 2009 (Exhibit 
11.6). Surveyed plan sponsors ranked lack of employee 
understanding (42%) and ineffective employee demographics 
(28%) as the next two barriers (Exhibit 11.6). 

Communication
Communication is critical to helping employees understand 
and appreciate their retirement benefits. We introduced 
a new question about the effectiveness of employee 
communications. In 2010, surveyed plan sponsors ranked 
group meetings (27%), targeted communications (23%), and 

Exhibit 11.7. What do you consider to be the most effective 
way to communicate with employees? 

Group meetings to communicate/educate 27%

Targeted communications 23%

Individual meetings to communicate/educate 18%

Personalized communications 13%

Web to communicate/educate 9%

Financial counseling/advice 8%

Other 2%

n=453

Exhibit 11.8. Given the choice, which employee meeting 
approach would you prefer for your employees?

Group meetings 41%

One on one meetings with an education 
consultant/financial representative

41%

Meeting via an electronic solution 18%

n=455

individual meetings (18%) as the top three most effective 
ways to communicate with their employees (Exhibit 11.7). 
Of those, group meetings and targeted communications 
are currently being ranked number one by more than 60% 
of respondents (Exhibit 11.8). Less than one quarter (23%) 
indicated they actually utilize individual meetings. 

Retirement readiness
Only 18% of surveyed plan sponsors have conducted a 
retirement readiness assessment to help determine if their 
participants are adequately saving for retirement (Exhibit 
11.9). In the future, Deloitte believes that the success of 
the plan will be defined by its ability to adequately prepare 
employees for retirement. 

Exhibit 11.9. Have you conducted a retirement readiness 
assessment in the past 12 months to determine expected 
replacement ratios for employees in retirement?

 2009 2010

Yes 18% 18%

No, but considering 37% 35%

No, not interested 25% 23%

No, unaware of this 20% 24%

n=448

35% of employers closely align their retirement 
plan design and overall business strategy.
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Appendix
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Exhibit 1.2. Survey respondents by number of employees

12%

10%

14%

11%

35%

18%

1-100

101-500
501-1000

1001-5000

5001-10000
10000+ n=653

Exhibit 1.1. Survey respondents by industry 

13%

31%

10%

n=653

10%

20%

7%

4%

3%

2%

Consumer & Industrial Products/Services

Energy & Resources

Financial Services/Insurance

Health Care & Life Sciences

Professional services

Public Sector/Not for Profit 

Retail

Technology, Media & Telecommunications
Transportation

Demographics and general questions

Exhibit 1.4. What is the average participant account balance?

Account Balance 2009 
percentage

2010 
percentage

$0 – $10K 5% 4%

$10,001 – $25K 17% 10%

$25,001 – $50K 32% 25%

$50,001 – $75K 21% 22%

$75,001K + 25% 39%

n=592

Exhibit 1.3. What is the average age of your  
participating group?

 2009 2010

< 30 2% 2%

31 – 40 28% 29%

41 – 50 67% 66%

51 + 3% 3%

n=569

Exhibit 1.5. What is the average length of service of your 
participating group? 

Number of years Percentage

< 1 17%

1 – 5 21%

6 – 10 34%

11 – 15 21%

16 – 20 5%

21 – 25 1%

26 + 1%

n=653

Exhibit 1.6. How many retirement plans do you sponsor?

Number 
of plans

Qualified 
DC

Qualified,  
Active DB

Qualified,  
Frozen DB

Non 
qualified 
DC

Non 
qualified
DB

1 74% 23% 20% 38% 20%
2 14% 5% 4% 5% 4%
3+ 10% 3% 4% 4% <1%

n=653
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Exhibit 1.9. Does your recordkeeper manage multiple 
retirement plans for your business?

49% 51%

n=652Yes No

Exhibit 1.10. Given the state of the economy, what would 
best describe participant activity related to their 401(k) plan 
accounts over the past year?

2009 
percentage

2010 
percentage

Significant activity (e.g., deferral 
rate changes, hardship withdrawals, 
loans, etc.)

17% 23%

Some activity (e.g., some questions, 
some changes but more of a wait 
and see approach)

63% 53%

Minimal activity (e.g., an occasional 
question but activity consistent with 
past years)

20% 24%

n = 628

Exhibit 1.8.  Participants by region 

17%

39%

21%

23%

Midwest South Northeast West n=653

Exhibit 1.7. Do you feel an obligation to prepare your 
employees for retirement?

 2009 2010

We feel that our only 
responsibility is to offer a 
competitive retirement plan

23% 23%

We feel that our responsibility 
includes taking an interest 
in whether our employees 
are tracking towards a 
comfortable retirement (i.e., 
offering options that allow 
participants to plan for a 
reasonable replacement ratio)

63% 62%

We feel very responsible to 
prepare our employees for 
retirement (e.g., taking a 
very involved approach such 
as monitoring utilization of 
financial planning tools, etc.)

14% 15%

n=628

Demographics and general questions 
(continued)
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Exhibit 1.11. Have you considered generational needs in your 
overall retirement plan development?

2009 

percentage

2010 

percentage

Yes 37% 63%

No 63% 37%

n=623

Exhibit 1.12. Survey respondents by ownership structure

48%
52%

Privately held

Publicly held n=653

Exhibit 1.13. How many employees are eligible to participate 
in your plan? 

1 – 100 11%

101 – 500 17%

501 – 1000 10%

1001 – 5000 35%

50001 – 10,000 12%

10,001 + 15%

n=607

2%

3%

5%

18%

10%

29%

n=599

26%

2%

3%

2%

Exhibit 1.14. What is your plan's participation rate?

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

91%-100%

81%-90%

71%-80%

61%-70%

51%-60%

41%-50%

31%-40%

21%-30%

11%-20%

1%-10%

Exhibit 1.15. What is the total number of participant accounts 
with a balance of less than $0 in your plan?

 2009 2010

1 – 100 employees 14% 13%

101 – 500 employees 17% 17%

501 – 1000 employees 11% 10%

1001 – 5000 employees 31% 33%

50001 – 10,000 employees 12% 12%

10,001 + employees 15% 15%

n=601

Demographics and general questions 
(continued)



32

Demographics and general questions 
(continued)

Exhibit 1.16. What are the total assets in your plan?

 2009 2010

$0 – $5M 14% 12%

$5,000,001 – $10M 6% 5%

$10,000,001 – $25M 11% 10%

$25,000,001 – $50M 12% 11%

$50,000,001 – $100M 13% 13%

$100,000,001 – $500M 28% 28%

$500,000,001 – $1B 5% 8%

$1B – $5B 7% 10%

Over $5B 3% 3%

n=607
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New technologies

Exhibit 2.1. Some providers are developing innovative tools to 
help participants take immediate action through the use of 
handheld/mobile technology while participating in group or 
individual meetings. Are you aware of these tools?

24%

76%

Yes No n=579

Exhibit 2.2. How have you used PDA tools in retirement 
planning?

Group enrollment meeting 12%

Group meeting other 5%

Individual meeting 2%

N/A, we have not used this tool 83%

Other 2%

n=82

Exhibit 2.3. Are you interested in offering PDA technology to 
your participants in the future?

22%

11%

49%

18%

n=136
Yes No

Not applicableUnsure, need to learn more

Exhibit 2.4. Does your provider offer "chat now" technology 
on the web?

18%

82%

n=166Yes No
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Exhibit 2.6. Do you feel you understand what the tool is and 
how it works?

60%

40%

n=135Yes No

New technologies (continued)

Exhibit 2.5. Which of the following tools have you heard of? 
(Check all that apply.)

E4 Pocket PC 18%

iJoin 20%

PDA enrollment 79%

Other 9%

n=126
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Exhibit 3.1. What are the service requirements for plan entry?

Immediate 56%

0 – 3 Months 30%

4 – 6 Months 6%

1 year 8%

n=591

Exhibit 3.2. Minimum age requirement?

None 42%

Less than 21 24%

Age 21 34%

n=587

Exhibit 3.4. Since implementing automatic enrollment has the 
average contribution rate of participants in your plan gone up 
or down?

Contribution rate impact Percentage

Up, higher average deferral rate overall 47%

Down, lower average deferral rate 11%

No change 29%

Unsure 13%

n=277

Exhibit 3.5. Have you implemented a re-enrollment campaign? 

Implemented a re-enrollment 
campaign

2009 
percentage

2010 
percentage

Yes 19% 45%

No 81% 55%

n=286

Exhibit 3.6. If you have implemented a re-enrollment 
campaign, approximately what percentage of participants:

Decrease deferral percentage or opt out of the plan 45%

No change 25%

Increase deferral 30%

n=120
Exhibit 3.3. Do you offer auto enrollment? 

49%
51%

Yes No n = 590

Exhibit 3.7. Within the automatic enrollment feature, does 
your plan offer a standard Qualified Default Investment 
Alternative (QDIA) or a Qualified Automatic Contribution 
Arrangement (QACA)?

Qualified Default Investment Alternative (QDIA) 65%

Qualified Automatic Contribution Arrangement 
(QACA)

19%

Neither 16%

n=330

Exhibit 3.8. What is the default deferral percentage for 
automatic enrollment?

2% or less 18%

3% 57%

4% 10%

5%+ 15%

n=289

Exhibit 3.9. When you implemented automatic enrollment, 
which population was targeted?

New hires only 65%

Entire population 33%

Other 2%

n=287

Eligibility and enrollment
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Exhibit 3.10. How much time do you allow for eligible 
employees to opt-out/cancel automatic enrollment?

Less than 30 days 22%

30 – 60 days 53%

60 – 90 days 14%

More than 90 days 11%

n=285

The average percentage of employees that choose to opt out is 8%.

Exhibit 3.13. How has automatic enrollment impacted your 
non-discrimination test results?

Too soon to tell 15%

No change 41%

Improved 43%

Negative impact 1%

n=274

Exhibit 3.12. Considering market conditions and the need to 
appropriately diversify investments, have you implemented 
a re-enrollment campaign to re-enroll improperly diversified 
participants to the QDIA?

Implemented re-enrollment 
campaign

2009 
percentage

2010 
percentage

Yes, re-enrollment campaign to 
improve diversification

19% 6%

No, considering it 60% 47%

No, unaware 21% 47%

n=279

Exhibit 3.11. Have you considered a change to the default 
investment option for auto enrollment?

21%

79%

Yes No n=281

Exhibit 3.15. Are you satisfied with auto-enrollment?

2%

98%

n=277Yes No

Exhibit 3.14. What was the primary motivation for adding 
auto-enrollment?

Motivation Percentage 
ranking #1

Improve non-discrimination test results 21%

Increase overall participation 41%

Encourage retirement savings 38%

n=262

Eligibility and enrollment (continued)
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Step-up contributions

Exhibit 4.1. Does your plan contain a step-up  
contribution feature? 

 2009 2010

Yes, tied to the Automatic 
Enrollment feature

16% 15%

Yes, tied to the Easy 
Enrollment feature

1% 3%

Yes, tied to both Easy 
Enrollment and Automatic 
Enrollment features

1% 4%

Yes, as a separate, stand-alone 
feature

24% 22%

No 41% 44%

No, but considering it 13% 10%

No, we were unaware of this 
feature

2% 1%

Other 2% 1%

n=580

Exhibit 4.2. Is your step-up feature:

53%47%

n=261Elective
Automatic for some or all participants

Exhibit 4.4. When do you step up the deferral percentage  
each year?

 2009 2010

The anniversary date of the 
participant’s enrollment

12% 23%

Tied to the company’s salary 
increase date

21% 16%

The beginning of the year 24% N/A

Participants select the date 36% 38%

Other 7% 23%

n=258

Exhibit 4.5. What percentage of your participants are currently 
in the step-up contributions program?

0 – 10% 67%

11 – 25% 20%

25 – 50% 8%

More than 50% 5%

n=237

Exhibit 4.3. What is the incremental step-up percentage 
applied each year?

64%

1%
1%

34%

n=2581% 2% Other Employee Choice
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Exhibit 4.6. How long will you continue to step up the  
deferral percentage?

 2009 2010

For a fixed number of years 9% 5%

Until the maximum matching 
percentage is reached (e.g., 
up to 6% if your matching 
formula is 50% of the first 6% 
of contributions)

31% 26%

Until the plan’s maximum 
deferral rate is reached (e.g., 
up to 15% if the plan allows 
participants to contribute a 
maximum of 15%)

17% 20%

Until the employee’s elected 
maximum contribution rate is 
reached

25% 28%

Other 18% 21%

n=258

Step-up contributions (continued)
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Exhibit 5.1. What was the Average Deferral Percentage (ADP) 
of the Highly Compensated Employees (HCEs) and Non-Highly 
Compensated Employees (NHCEs) based on the results of the 
most recent discrimination test?

 2009 2010

 HCE 
ADP

NHCE 
ADP

HCE 
ADP

NHCE 
ADP

< 4% 10% 21% 13% 24%

4 – 5.99% 19% 37% 18% 41%

6 – 7.99% 47% 28% 49% 24%

8% or more 24% 14% 20% 11%

n=429 n=428

Exhibit 5.2. Given current economic conditions, what actions, 
if any, have participants in your plan taken within the last 12 
months? Check all that apply. 

Increased loan activity 49%

Decreased deferral rates 41%

Increased withdrawals (hardship, in-service) 40%

Rebalancing portfolios (less aggressive) 21%

Increased deferral rates 18%

Rebalancing portfolios (more aggressive) 8%

Increased opt-out for automatic enrollment 4%

Other 2%

No changes 23%

n=549

Exhibit 5.3. Do you have different maximum contribution 
percentages for HCEs and NHCEs?

17%

n=563

56%

27%

Yes No Our plan does not limit employee 
contributions, other than regulatory limits

Exhibit 5.5. What is the current participant adoption rate of 
the Roth 401(k) feature?

 2009 2010

Less than 1% 16% 14%

1% – 5% 48% 39%

6% – 10% 24% 28%

More than 10% 12% 19%

n=212

Exhibit 5.4. Do you offer a Roth 401(k) feature?

39%

8%

41%

n=559

12%

Yes
No, and not considering it
No, but considering it within the next 12 months
No, but considering it in the next 12-24 months

Exhibit 5.6. If you DO have different maximum contribution 
percentages for HCEs and NHCEs, what are they? 

 HCE NHCE

 Before-Tax After-Tax Before-Tax After-Tax

0 – 25% 90% 94% 21% 62%

26 – 50% 7% 3% 47% 24%

51 – 75% 1% 0% 19% 6%

76 – 100% 2% 3% 13% 8%

n=87

Employee contributions
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Exhibit 5.7. If you DO NOT have different maximum 
contribution percentages for HCEs and NHCEs, what is the 
maximum contribution percentage for all your participants?

 Before-Tax After-Tax

0 – 25% 18% 54%

26 – 50% 35% 20%

51 – 75% 28% 16%

76 – 100% 19% 10%

n=302

Employee contributions (continued)

Exhibit 5.8. Have you changed your maximum contribution 
percentages (other than for the addition of a Roth 401(k) 
feature) in the past year?

 2009 2010

Yes, increased 7% 6%

Yes, decreased 2% 2%

No 86% 89%

No, but considering a change 5% 3%

n=409

Exhibit 5.9. How is the IRC compensation limit and the annual 
addition limit applied with payroll?

 2009 2010

Limits are applied based on 
year-to-date compensation 
and contributions

86% 87%

Limits are applied pro-rata 
based on each payroll

12% 11%

Others 2% 2%

n=538
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Employer contributions

Exhibit 6.1. Do you offer one of the following?

 2009 2010

Matching contributions 59% 66%

Profit sharing contributions 5% 3%

Both matching and profit 
sharing contributions

27% 20%

Neither 9% 11%

n = 561

Exhibit 6.2. If you suspended your match, do you plan to 
reinstate it? 

Yes, in the next 12 months 42%

Yes, in the next 12-24 months 13%

We will consider reinstating it at a later date 40%

No 5%

n = 40

Exhibit 6.3. What is your 401(k) plan's matching formula?

 2009 2010

All employees same formula 74% 74%

Two employee groups, 
different formulas

9% 10%

Multi-tiered contribution 
formula

11% 9%

Varies from year to year 2% 1%

Other (not defined above) 4% 6%

n=372

Note: Most common match formula is 50% of employee pre-tax 
deferrals up to 6% of pay

Exhibit 6.5. What are the service requirements for  
employer contributions?

 2009 2010

Immediate 57% 58%

Less than 1 year 14% 16%

1 year 24% 21%

Other 5% 5%

 n = 498

Exhibit 6.4. How often is the match calculated and deposited?

 2009 2010

Each pay period 79% 84%

Monthly or quarterly (less 
frequently than each pay 
period)

10% 6%

Annually (once a year), 
regardless of hours

3% 2%

Annually (once a year), with a 
required number of hours, or 
employed on the last day of 
the year

8% 8%

n=476

Exhibit 6.6. What are the service requirements for profit 
sharing contributions?

 2009 2010

Immediate 31% 34%

Less than 1 year 16% 17%

1 year 44% 38%

Other 9% 11%

 n = 130 

Exhibit 6.7. Do you offer a safe harbor contribution?

 2009 2010

Yes (100% of the first 3% of 
compensation and 50% of the 
next 2% of compensation with 
immediate vesting)

11% 11%

Yes (3% non-discretionary 
contribution and immediate 
vesting)

6% 5%

Yes (other) 17% 16%

No 61% 62%

No, but considering it 5% 6%

n=496
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Employer contributions (continued)

Exhibit 6.9. How is your match structured?

 2009 2010

Fixed 77% 74%

Discretionary, this contribution 
was made this year

15% 17%

Discretionary, this contribution 
was NOT made this year

3% 2%

Combination 5% 7%

n=475

Exhibit 6.8. Have you changed your company's matching 
formula in the past year?

 2009 2010

Yes, we have: 17% 19%

 Decreased match 27% 44%

 Reinstated match 29% 25%

 Increased match 28% 19%

  Instituted other formula/
design changes

10% 15%

 Instituted discretionary 5% 13%

 Instituted safe harbor 13% 6%

No, and we are not 
considering any changes

68% 73%

No, but we are considering 15% 9%

 A change to increase match 10% 39%

  A change to institute safe 
harbor

14% 39%

  Other formula/design changes 16% 24%

 A change to decrease match 32% 8%

  A change to suspend/
discontinue match

45% 5%

  A change to institute 
discretionary

8% 3%

 n = 471

Exhibit 6.10. Do participants have the option to direct the 
investment of these matching contributions?

9%

91%

Yes No n=479

Exhibit 6.11. Do you make the matching contributions in 
employer stock?

13%

87%

Yes No n=241
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Employer contributions (continued)

Exhibit 6.13. What is the plan’s vesting schedule for these 
matching contributions?

 2009 2010

Immediate full vesting 40% 42%

1 – 3 year cliff 22% 19%

1 – 3 year graduated 6% 6%

4 – 6 year graduated 26% 28%

Other 6% 5%

n=477

Exhibit 6.14. How are matching contribution forfeitures 
treated? (Check all that apply)

 2009 2010

Reallocated to participants 7% 9%

Used to reduce employer 
contributions

72% 72%

Used to offset fees 33% 33%

Other 8% 11%

n=438

Exhibit 6.12. If match is given in employer stock, when do you 
allow participants to reallocate these matching contributions 
to other funds (diversify)?

Immediately 74%

Age requirement 3%

Service requirement 16%

Never 3%

Other 3%

n = 31

Exhibit 6.15. Do you true-up your employer match at the 
end of the year for employees who reach the maximum 
compensation limit or who hit the 401(k) limit before 
receiving the maximum possible match?

50%

4%

46%

Yes No No, unaware of this option

Exhibit 6.16. How is your profit sharing contribution 
structured?

 2009 2010

Fixed 26% 26%

Discretionary, this contribution 
was made this year

42% 45%

Discretionary, this contribution 
was NOT made this year

25% 24%

Combination 7% 5%

n=129

Exhibit 6.17. How is your profit sharing contribution allocated?

 2009 2010

Contribution allocated pro-rata 
based on compensation

74% 71%

Contribution allocated in 
another manner

26% 29%

n=123
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Employer contributions (continued)

Exhibit 6.18. What is your profit sharing contribution cost as a 
percentage of your total compensation cost?

0 – 5% 77%

6 – 10% 16%

11 – 15% 4%

16 – 20% 2%

21 – 25% 1%

 n = 108

Exhibit 6.19. Do participants have the option to direct the 
investments to these profit sharing contributions?

5%

95%

Yes No n=128

Exhibit 6.20. Do you direct profit sharing contributions into 
employer stock?

7%

93%

Yes No n=45

Exhibit 6.21. What is the plan's vesting schedule for these 
profit sharing contributions?

 2009 2010

Immediate full vesting 24% 22%

1 – 4 year cliff 21% 25%

5 year cliff 3% 2%

1 – 4 year graduated 7% 4%

5 year graduated 21% 23%

6 – 7 year graduated 20% 19%

Other 4% 5%

n = 128

Exhibit 6.23. How are profit sharing contribution forfeitures 
treated? (Check all that apply)

 2009 2010

Reallocated to participants 12% 21%

Used to reduce employer 
contributions

72% 67%

Used to offset fees 27% 27%

Other 6% 9%

n=199

Exhibit 6.22. When do you allow participants to reallocate 
these profit sharing contributions to other funds (diversify)?

Immediately 95%

Age requirement 0%

Service requirement 0%

Never 1%

Other 4%

n = 86
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Exhibit 7.1. What is the total number of investment options in 
your plan?

10th percentile 11%

25th percentile 13%

Median 16%

Mean 20.83%

75th percentile 21%

90th percentile 28%

n=534

Exhibit 7.2. How many fund families do you utilize for your 
investment fund line-up? 

10th percentile 2%

25th percentile 5%

Median 7%

Mean 8.05%

75th percentile 10%

90th percentile 14%

n=460

Exhibit 7.3. Which type of investment vehicles are utilized in 
your plan? (check all that apply)

 2009 2010

Annuities 8% 5%

Collective trust funds 28% 31%

Mutual funds 91% 92%

Separate accounts 21% 20%

Exchange Traded Funds (ETFs) N/A 3%

Other 10% 7%

n=481

Exhibit 7.4. How frequently do you evaluate and benchmark 
the performance of the plan's investments?

 2009 2010

Quarterly 60% 63%

Semi-annually 18% 16%

Annually 16% 17%

Other 1% 1%

No formal schedule 5% 3%

n=507

Exhibit 7.5. What is the overall average weighted expense 
ratio for your plan? 

Unsure 55%

Aware 45%

The 10th to 90th percentile range was 0.29%-1.07%, with a median 
expense ratio of 0.61%

n=487

Exhibit 7.7. In your opinion, are your employees saving 
adequately for retirement?

 2009 2010

Most employees are or will 
be financially prepared for 
retirement

14% 15%

Some employees are or will 
be financially prepared for 
retirement

67% 67%

Very few employees are or 
will be financially prepared for 
retirement

19% 18%

n=455

Exhibit 7.6. When was the last time you replaced a fund due to 
poor performance?

 2009 2010

Within the last year 39% 38%

1 to less than 2 years 23% 25%

2 to less than 5 years 20% 22%

5+ years 5% 6%

Never 13% 9%

n=504

Investments
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Exhibit 7.14. Approximately how much of your fund line-up is 
made of proprietary funds?

 2009 2010

0% – 25% 48% 49%

26% – 50% 18% 18%

51% – 75% 15% 17%

76% – 100% 19% 16%

n=488

Exhibit 7.10. If financial counseling/investment advice is not 
offered, why not? (Check all that apply.)

Cost 32%

Potential fiduciary liability 60%

Employees are not requesting this service 37%

We were unaware of this feature 0%

We are actively researching this feature and 
may implement in the future

23%

We are not interested in offering in the  
DC plan

8%

Other 8%

n=228

Exhibit 7.11. Have you considered adding an in-plan retirement 
income product (accumulation annuity) to your current plan in 
light of recent market performance?

Yes, we are looking into it 13%

Yes, we have added this 1%

No, we are not considering at this time 75%

Unaware of this feature 11%

n=495

Exhibit 7.13. Have you considered adding an in-retirement 
income product (annuity purchase option) to your current plan 
in light of the recent market performance?

Yes, we are looking into it 12%

Yes, we have added this 4%

No, we are not considering at this time 74%

Unaware of this feature 10%

n=499

Exhibit 7.12. What is/was the biggest driver of your selection 
decision of a retirement income product? (Check all that apply.)

Recommendation by advisor/consultant 63%

Organizational strength (high ratings) 56%

Crediting rates on the deferred annuity 50%

Name recognition 27%

Only option offered by our provider(s) 17%

n=48

Investments (continued)

Exhibit 7.9. Is individual financial counseling/investment advice 
available to participants?

Yes, to all participants 51%

Yes, to some participants 4%

No, and we are not currently considering this 
feature

29%

No, but we are considering adding this feature 
within the next 12 months

9%

No, but we are considering adding this feature 
within the next 12–24 months

7%

n=513

Exhibit 7.8. Do you offer managed accounts?

25%

60%

10%

5%

Yes No

No, but considering it No, unaware of this feature

n=532
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Exhibit 7.15. Do you think your plan offers the appropriate 
number of investment options?

4% 5%

91%

Yes
No, we should offer more options
No, we should offer fewer

n=519

Exhibit 7.16. How long have you provided financial counseling/ 
investment advice?

1 – 5 years 60%

6 – 10 years 29%

11 – 15 years 7%

16 – 20 years 4%

n=262

Exhibit 7.17. Approximately what percentage of your 
participants use this service?

10th percentile 1%

25th percentile 5%

Median 10%

Mean 17%

75th percentile 20%

90th percentile 48%

n=235

Exhibit 7.18. Are formal written procedures in place for fund 
selection?

78%

22%

Yes No n=502

Exhibit 7.19. Do you have a formal written investment policy?

88%

12%

Yes No n=504

Investments (continued)
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Investments (continued)

Exhibit 7.24. Does your plan have a policy restricting the 
frequency of fund transfers among your investment options?

 2009 2010

Yes, based on the fund’s policy 
only

45% 38%

Yes, based on the plan’s policy 
only

9% 5%

Yes, based on both the fund’s 
and the plan’s policies

10% 12%

No 36% 45%

n=492

Exhibit 7.22. If you changed your funds recently, what was the 
main reason?

 2009 2010

The provider wasn’t offering 
it anymore

3% 4%

We, as the sponsor, made a 
decision to change the fund

77% 77%

N/A, we haven’t changed any 
funds recently

20% 19%

n=449

Exhibit 7.23. Do any of the investment options assess 
short-term trading fees to participants?

9%

47%

44%

Yes, if held fewer than days
Yes, based on other criteria (not number of days)
No

n = 480

Exhibit 7.25. How is excessive trading defined for your plan?

No definition/no policy 45%

Defined by fund 44%

Determined by numbers of trades per day 5%

Determined by number of dollars 0%

Other 6%

n=436

Exhibit 7.20. When was the last time your investment policy 
was reviewed for compliance?

71%

26%

3%

Within the last year
1-3 years
More than three years n = 446

Exhibit 7.21. How do you handle an underperforming fund? 
(Check all that apply)

 2009 2010

Add an additional fund with 
the same investment style

19% 22%

Replace fund 72% 74%

Phase out fund over period 
of time

16% 16%

Freeze fund (no incoming 
money)

16% 16%

Continue to monitor 55% 62%

Hasn’t happened 6% 5%

Other 5% 4%

n=505
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Investments (continued)

Exhibit 7.26. What happens if a participant is found to be 
engaging in excessive trading? (Check all that apply)

 2009 2010

An excessive trading policy 
does not exist and/or trading 
is not monitored

10% 11%

Participant is notified of plan’s 
policy and advised to stop

31% 26%

Participant is restricted/
suspended/frozen from further 
trading

27% 26%

Handled by fund 17% 18%

Fee is assessed 9% 7%

Each situation is handled 
independently

7% 6%

Don’t know 14% 15%

Hasn’t happened 17% 20%

Other 24% 5%

n=466

Exhibit 7.27. Who monitors the enforcement of these 
restrictions? (Check all that apply)

 2009 2010

Plan sponsor 16% 17%

Recordkeeper 78% 80%

Fund company 24% 23%

Other 3% 4%

n=429

Exhibit 7.28. Do you offer the following types of core 
investment options in your plan?

Actively managed domestic equity 94%

Actively managed intl/global equity 92%

General core bond 90%

Stable value 85%

Lifecycle funds time based 83%

Passively managed domestic equity 79%

Money market 62%

Passively managed intl/global equity 48%

High yield/treasury bond fund 44%

Emerging markets 44%

Real estate 40%

Employer stock 39%

Lifestyle funds risk based 35%

Self-directed brokerage 32%

TIPS 20%

Sector funds 20%

Custom/hybrid fund 14%

Mutual fund window 13%

Socially responsible 11%

Out-of-plan retirement income product (Annuity) 6%

Hedge funds 2%

Exchange traded funds 2%

In-plan retirement income product (Annuity) 2%

n=449

Exhibit 7.29. Does your plan adhere to the following guidelines 
to comply with ERISA section 404(c) protection?

 2009 2010

 Yes No Yes No

Do you make a statement that 
the plan intends to comply 
with ERISA section 404(c) 
requirements

96% 4% 96% 4%

Are prospectuses delivered 
before or immediately after a 
particpant's initial investment 
in any plan fund?

89% 11% 91% 9%

Are descriptions of transaction 
fees, if any, and expenses 
to be charged to individual 
accounts communicated 
regularly? 

87% 13% 91% 9%

n=482



50

Exhibit 7.30 Investments added and removed

 Added more than 1 year ago Added in the past year Considering adding Removed

1 Actively managed 
domestic equity

91% TIPS 7% In-plan retirement 
income

12% Lifestyle funds risk 
based

7%

2 Actively managed 
international/global 
equity

90% Lifecycle time based 
funds

5% TIPS 10% Sector funds 4%

3 General core bond 86% General core bond 4% Out-of-plan 
retirement income

9% Employer stock 4%

4 Stable value 83% Passively managed 
international global 
equity

4% Emerging markets 9% Money market 3%

5 Lifecycle funds time 
based

78% Emerging markets 4% ETF 7% Socially responsible 2%

6 Passively managed 
domestic equity

76% Passively managed 
domestic equity

3% SDB 6% Stable value 2%

7 Money market 60% Actively managed 
domestic equity

3% Socially responsible 6% Real estate 2%

8 Passively managed 
international/global 
equity

45% Lifestyle funds risk 
based

3% Passively managed 
international/global 
equity

6% Emerging markets 2%

9 High yield/treasury 
bond fund

41% Real estate 3% Hybrid fund 5% Hybrid 2%

10 Emerging markets 40% Money market 3% Life cycle time based 
and hedge funds

4% Passively managed 
international/global 
equity

1%

n= 449

Investments (continued)

Exhibit 7.31. Have you seen more participants choose the 
in-plan retirement income product (accumulation annuity) over 
the past 12 months?

89%

11%

Yes No n = 44
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Exhibit 8.1. How are your 401(k) plan's recordkeeping and 
administration fees paid?

 2009 2010

All of the recordkeeping and 
administrative fees are paid 
through investment revenue

43% 43%

Some or all of the 
recordkeeping and 
administrative fees are not 
covered by investment revenue 
so there is a direct fee that is 
charged by the recordkeeper

46% 39%

•		The	company	pays	this	fee	
directly

61% 66%

•		This	fee	is	allocated	to	
participants

21% 23%

  –  Pro-rata based on account 
balances

59% 44%

  –  An equal dollar amount to 
all participants

41% 56%

•		Both	the	company	and	the	
participants pay this fee

18% 12%

Some or all of the 
recordkeeping and 
administrative fees are not 
covered by investment revenue 
so there are additional fees 
in the form of a wrap fee or 
added basis 

6% 13%

•		This	fee	is	allocated	to	
participants through a 
reduction in investment 
return

29% 29%

•		The	company	pays	this	fee	
directly

53% 67%

•		Both	the	company	and	the	
participants pay this fee

18% 5%

Other 5% 5%

n=466

Exhibit 8.2. If you offer managed accounts to your 
participants, who pays for this service?

9%

19%

72%

Participants
Plan sponsor
There is no charge for this service

n=113

Exhibit 8.3. We have no difficulty obtaining a clear 
explanation of the normal fund operating expenses of the 
funds in our plan

8%

13%

80%

Agree Disagree Neutral n=475

Fees
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Exhibit 8.4. We believe our fees are competitive.

1%

13%

86%

Agree Disagree Neutral/no opinion n=474

Exhibit 8.7. Are you receiving detailed breakouts of indirect 
and direct fees received by your provider?

27%

73%

Yes No n=440

Exhibit 8.6. Are you pleased to see that full fee disclosure is 
imminent, given the current proposed regulations?

10%

90%

Yes No n=464

Exhibit 8.5. We have no difficulty obtaining a clear description 
of all the revenue sharing arrangements that our recordkeeper 
has with the mutual funds included in our plan.

10%

26%

64%

Agree Disagree Neutral/no opinion n=476

Exhibit 8.8. If you offer financial advice/counseling to your 
participants, who pays for this service? 

Participants, via a per participant fee 13%

Participants, via an asset-based fee 15%

Plan sponsor 25%

There is no charge for this service 52%

n=253

Fees (continued)
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Fees (continued)

Exhibit 8.9. Which plan-level services/fees are paid for 
separately? (Check all that apply.)

Compliance/non-discrimination testing 58%

5500 reporting 61%

Communications 37%

Other 22%

n=305

Exhibit 8.10. We have no difficulty obtaining a clear 
understanding of the total plan/participant administrative fees 
being charged.

9%

11%

80%

Agree Disagree Neutral n=113

Exhibit 8.11. We have no difficulty obtaining what it costs our 
provider to administer our plan.

15%

26%

59%

Agree Disagree Neutral/no opinion n=475

Exhibit 8.12. We have performed a detailed fee analysis and 
have a thorough understanding of all plan expenses.

10%

18%

72%

Agree Disagree Neutral/no opinion n=474

Exhibit 8.13. Does your provider fully disclose its total costs 
for administering your plan without any revenue-sharing 
agreements or investment offsets?

23%

77%

Yes No n=460
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Fees (continued)

Exhibit 8.14. Does your provider fully disclose its revenue-
sharing agreements and investment offsets?

 2009 2010

Yes, but for the alliance 
(non-proprietary) funds only

13% 15%

Yes, for both alliance and its 
own proprietary funds

61% 60%

No, it does not disclose any 
revenue-sharing or investment 
offset arrangements

20% 17%

Other 6% 8%

n=434

Exhibit 8.15. Do the revenue-sharing and investment 
offset proceeds exceed the provider’s costs for administering 
your plan, resulting in a fee credit? If so, how do you use that 
fee credit?

 2009 2010

No, there is no fee credit 80% 80%

Yes, there is a fee credit and 
we use it

20% 20%

  a)  To purchase additional 
services from our provider, 
such as communication 
materials, investment 
advice tools, etc.

36% 26%

  b)  To pay for other plan 
expenses, such as plan 
audit fees, consultant 
fees, etc.

62% 71%

  c) T o allocate the credit back 
to participants

24% 29%

      i)  Pro-rata based on 
account balances

25% 25%

      ii)  An equal dollar amount 
to all participants

75% 75%

n=414

Exhibit 8.16. If your company outsources the administration of 
the 401(k) plan, how satisfied are you with these services?

 2009 2010

Satisfied 89% 89%

Satisfied, recently made a 
change in how these services 
are paid

5% 4%

Dissatisfied, considering a 
change in how these services 
are paid

5% 5%

Dissatisfied, not considering 
a change

1% 2%

n=426

Exhibit 8.17. How do you disclose fees to participants? (Check 
all that apply.) 

Specifically shown on participant statements 39%

Provided within fund prospectus 69%

Send separate communications explaining fees 19%

Do not disclose fees to participants 13%

Other 11%

n=416
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Exhibit 9.3. Rank the following changes/improvements that 
your provider could make in the order of importance, with 1 
being the most important and 5 being the least important.

 2009* 2010

Improve participant readiness for retirement N/A 2.55

Improve participant experience (enhanced 
website, expanded call center hours, targeted 
communications)

1.86 2.69

Offer investment options with lower fees and/or 
better performance

1.86 2.76

Reduce direct fees to plan sponsor 2.22 2.79

Add/enhance plan sponsor website and tools 2.10 2.87

Improve accuracy of information 2.84 2.96

Improve fee transparency 2.36 3.06

Improve relationship management and 
responsiveness to plan sponsor inquiries/issues

2.59 3.12

Improve turnaround times for reports and 
statements

2.68 3.48

Improve products and services for other benefit 
programs (defined benefit, health and welfare, 
non-qualified)

3.82 3.81

Other N/A 2.68

*2009 ratings were adjusted to reflect 5-point scale

Exhibit 9.1. What data and/or functionality does your provider 
give you access to via the website?

 Participant data 99%

 Plan data 96%

 Participant statement information 93%

 Investment performance 90%

 Plan-level statement information 89%

 View individual participant-level transactions 87%

 Ad-hoc queries and reports 82%

 Post payroll contribution/loan repayment files 75%

 Post compliance information 62%

 Process indicative data updates 52%

 Plan benchmarks 44%

n=473

Exhibit 9.2. Do you utilize the plan sponsor website 
frequently?

3%

97%

Yes No n=479

Exhibit 9.4. What is the level of Internet usage by your 
participants?

Low (0-25%) 11%

Medium (25-75%) 38%

High (over 75%) 31%

Unsure, we do not monitor web usage 20%

n=473

Recordkeeping technology and 
policies
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Recordkeeping technology and 
policies (continued)

Exhibit 9.9. Which of these features can your participants use 
for inquiry and transaction?

 2009 2010

Internet 100% 100%

Voice response system 77% 73%

Call center representatives 97% 96%

PDA/Wireless/Smartphone 7% 7%

n=479

Exhibit 9.8. Does the plan data you are able to access via 
the website suffice for your analytical and/or plan 
management needs? 

14%

86%

Yes No

Exhibit 9.10. Are the following transactions 100% paperless?

 2009 2010

Loan initiation 66% 69%

Enrollment 77% 80%

Fund transfers/account 
rebalancing

90% 94%

In-service withdrawals 
(non-hardship)

46% 46%

Hardship withdrawals 17% 16%

Full/partial distributions 42% 43%

Direct rollovers out of the plan 36% 34%

Deferral percentage changes 82% 80%

Future investment election 
changes

87% 83%

Beneficiary changes 44% 55%

QDRO N/A 6%

PIN Changes N/A 80%

n=451

Exhibit 9.5. How are participants’ statements provided?  
Please rank from most prevalent (1) to least prevalent (4).

 Rank 1 Rank 2 Rank 3 Rank 4

Hard copy statement 
mailed quarterly 

56% 11% 12% 21%

Quarterly statement 
available online

18% 53% 23% 6%

Statement e-mailed 
quarterly

9% 20% 36% 35%

“Statements on 
Demand” (as of 
any date) available 
anytime

21% 18% 27% 34%

n=459

Exhibit 9.7. Do participants receive retirement income 
projections illustrating anticipated annual income in 
retirement? 

Yes, via online 42%

Yes, via participant statements 16%

Yes, via separate communication 12%

No, we are considering adding this feature in the 
next 12 months

5%

No, we are considering adding this feature in the 
next 12-24 months

4%

No, this feature is not offered by our vendor 10%

No, we are not considering adding this feature 11%

n=465

Exhibit 9.6. Can participants download transaction history/
statement data? 

 2009 2010

Yes 67% 72%

No, we intend to offer this 
feature in the next 12 months

N/A 1%

No, download unavailable at 
this time

21% 15%

No, we were unaware of this 
feature

12% 12%

n=444
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Recordkeeping technology and 
policies (continued)

Exhibit 9.11. How many business days after the end of each 
quarter are participants’ statements available? 

 2009 2010

1 – 5 days 17% 25%

6 – 10 days 27% 28%

11 – 14 days 26% 22%

15 – 24 days 24% 19%

25+ days 5% 6%

n=470

Exhibit 9.12. How many outstanding loans can a participant 
have at any time? 

 2009 2010

0 6% 7%

1 49% 49%

2 36% 37%

3 or more 9% 8%

n=477

Exhibit 9.13. Does your plan offer participants the option to 
elect automatic fund rebalancing?

 2009 2010

Yes 73% 68%

No, unavailable 15% 15%

No, uninterested 3% 6%

No, but considering it 6% 8%

No, we were unaware of this 
feature

3% 3%

n=474

Exhibit 9.14. Which stock accounting method do you use? 

Unit accounting 58%

Share accounting 34%

Both 8%

n=181

Exhibit 9.15. In your company stock fund, what is your target 
cash reserve level? 

75th percentile 3%

Median 1%

25th percentile 0%

n=79

Exhibit 9.16. If you offer employer stock as an investment 
choice, is there a limit on the election percentage? 

Yes, maximum contribution election is a 
percentage amount

13%

Yes, maximum total investment is an asset 
allocation

10%

No 75%

No, but considering one 2%

n=118

Exhibit 9.17. Are you considering any changes to your 
restrictions on company stock? Check all that apply. 

Eliminate or reduce restrictions on investment of 
company match

2%

Eliminate or reduce restrictions on diversification 
of company stock

2%

Eliminate future investments in company stock 
(investment elections on future contributions)

4%

Cap investment in company stock (current 
balance allocation)

4%

None/no restrictions remain 83%

Other 7%

n=113
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Provider relationships

Exhibit 10.4. Do you plan to evaluate the vendor marketplace 
within the next two years? 

Yes, we will perform a review to ensure our prices 
are competitive, but have no intent to change 
providers at this time

34%

Yes, we are considering changing providers 12%

No, we have no plans to consider other vendors 
at this time

54%

n=468

Exhibit 10.3. How long have you been with your  
recordkeeper/administrator?

 2009 2010

Fewer than 2 years 11% 10%

2 to fewer than 5 years 23% 20%

5 to fewer than 10 years 34% 36%

10+ years 32% 34%

n=474

Exhibit 10.5. If you have made a change in provider in the  
last two years, please list the reason for the change (check all 
that apply):

 2009 2010

A better solution 46% 56%

Poor service 30% 40%

Fees 40% 38%

A change in your 
organizational structure

16% 20%

Other 30% 16%

Provider consolidation 20% 13%

 n=465

Exhibit 10.2. Which service levels are being measured?  
(Check all that apply) 

 2009 2010

Accuracy 79% 81%

Call center statistics 82% 79%

Statement and report 
turnaround time

77% 77%

Loan, distribution, and 
withdrawal check processing 
time

63% 69%

Participation rate 35% 39%

Fund diversification at the 
participant level 

29% 28%

n=192

Exhibit 10.1. Does your provider agree to maintain specific 
levels of service or performance with the risk of sacrificing 
fees or providing additional services should these levels not 
be met? 

 2009 2010

Yes 42% 41%

No 34% 33%

Don’t know 24% 26%

n=465

Exhibit 10.6. How would you rate your vendors on the 
following (on a scale of 1-5, with 5 being the highest)?

2009 2010

Plan website for participants N/A 4.19

Plan sponsor support and 
relationship management

3.58 4.17

Administration/recordkeeping 3.56 4.14

Compliance/regulatory 3.63 4.12

Plan website for sponsors 3.49 4.04

Investment fund performance 3.39 3.99

Call center services 3.52 3.98

Fees compared to marketplace 3.46 3.98

Voice response system N/A 3.91

Fee disclosure 3.41 3.88

Employee communication/
education

3.52 3.79

Consulting 3.39 3.76

Investment advice tools 3.42 3.76

Innovative use of tools and 
technology

N/A 3.72

Overall 3.49 4.03

n=449
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Provider relationships (continued)

Exhibit 10.7. What is your plan provider structure?

 2009 2010

Bundled (all services and 
funds coordinated through 
one vendor investments may 
include multiple fund families)

75% 75%

Alliance (services and funds 
provided by different vendors 
under an alliance agreement 
with the coordination of trust 
investment and recordkeeping 
services handled by the 
primary vendor not the plan 
sponsor)

10% 10%

Unbundled (services and funds 
provided by unrelated vendors; 
plan sponsor plays a role 
in the coordination of trust 
Investment and recordkeeping 
services)

14% 15%

n=470

Exhibit 10.9. What is the length of your current service 
agreement?

 2009 2010

< 3 years 36% 35%

3 years 19% 24%

4 years 4% 1%

5 years 12% 11%

> 5 years 29% 29%

n=431

Exhibit 10.8. Do you have a formal written service agreement 
with your provider?

4%

96%

Yes No n=471

Exhibit 10.10. When was the last time you evaluated other 
providers for your plan for record keeping/administration?

 2009 2010

Fewer than 2 years 28% 34%

2 to fewer than 5 years 37% 33%

5 to fewer than 10 years 23% 22%

10+ years 12% 11%

n=465
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Plan effectiveness

Exhibit 11.1. How is your 401(k) plan strategy aligned to your 
corporate business strategy?

 2009 2010

It is carefully considered and 
closely aligned

28% 35%

It is generally considered and 
generally aligned

46% 45%

There is not a process in place 
to consider or align

26% 20%

n=454

Exhibit 11.2. Do you feel that your 401(k) is an effective 
recruiting tool?

21%

79%

Yes No n=461

Exhibit 11.3. Do you feel that your 401(k) plan assists in 
retaining your existing employees?

28%

72%

Yes No n=461

Exhibit 11.4. Do you believe that the provisions of your 401(k) 
plan are:

 2009 2010

More competitive than your 
peers

32% 29%

As competitive as your peers 58% 58%

Less competitive than your 
peers

11% 13%

n=461

Exhibit 11.6. What is the primary barrier to making your plan more 
effective? (Percentages represent number of top 3 votes.)

Current market/economic trends 48%

Lack of employee understanding 42%

Employee demographics (age, salary, education 
level, language barrier, etc.)

28%

Ineffective employee communications 20%

None 18%

Low company matching formula/waiting period 
for matching contribution

16%

Investment performance 10%

Employee turnover 10%

Administrative costs 7%

Other 6%

Lack of provider support/internal resources 4%

n=439

Exhibit 11.5. Rank the following primary indicators of an effective 
401(k) plan, with 1 being the most important, and 5 being the 
least important

High level of participation 2.01

Investment performance 2.66

Employee appreciation 3.13

Cost-effectiveness 3.39

Easy accessibility/technology 3.80

n=453



401(k) Benchmarking Survey 2010 Edition    61

Exhibit 11.10. If you have ever solicited or received feedback 
from your employees regarding aspects of the plan that they 
found to be confusing, please indicate those items here.

 2009 2010

Where to invest/which funds 
to use

84% 75%

How much to save for 
retirement

53% 44%

Withdrawals 25% 32%

Loans 25% 31%

Fund transfers/reallocations 31% 31%

Financial planning tools 27% 29%

Company contributions 19% 27%

Rollovers 21% 26%

Impacts of contribution 
limitations/discrimination 
testing

24% 25%

Enrollment 15% 20%

Website 16% 19%

Fees 14% 18%

Conversion/blackout periods 10% 12%

Participant statements/
confirmation statements

8% 10%

Employee contributions 7% 8%

Voice Response System 7% 6%

n=318

Exhibit 11.7. What do you consider to be the most effective 
way to communicate with employees? 

Group meetings to communicate/educate 27%

Targeted communications 23%

Individual meetings to communicate/educate 18%

Personalized communications 13%

Web to communicate/educate 9%

Financial counseling/advice 8%

Other 2%

n=453

Exhibit 11.8. Given the choice, which employee meeting 
approach would you prefer for your employees?

Group meetings 41%

One on one meetings with an education 
consultant/financial representative

41%

Meeting via an electronic solution 18%

n=455

Exhibit 11.9. Have you conducted a retirement readiness 
assessment in the past 12 months to determine expected 
replacement ratios for employees in retirement?

 2009 2010

Yes 18% 18%

No, but considering 37% 35%

No, not interested 25% 23%

No, unaware of this 20% 24%

n=448
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Exhibit 11.11. How are you, as the plan sponsor, encouraging 
savings and raising awareness of assets needed in retirement?

 2009 2010

General and multiple 
communications/education

71% 72%

Group meetings to 
communicate/educate

58% 65%

Web to communicate/educate 52% 61%

Targeted communications 57% 60%

Printed material to 
communicate/educate

58% 53%

Auto enrollment/increase 40% 43%

Financial counseling/advice 29% 36%

Personalized communications 26% 25%

Individual meetings to 
communicate/educate

23% 23%

None of the above 2% 4%

Other 1% 2%

n=455
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