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Financial wellness through the lens
of household income

In our 2025 Workplace Benefits TRENDS ACROSS THE INCOME SPECTRUM

Report, we shined a light on overall

employee well-being in uncertain Financial wellness, optimism and stress
times. In this follow-up brief,

we illuminate the financial realities Not unexpected, there’s a distinct contrast between the financial well-

being of those who earn the least income and those who earn the

i most —a disparity of almost 40 points. Meanwhile, fewer than half
by household income. of those in the middle-income ranges say they feel financially well.
to offer workplace benefits that

73%
can help elevate well-being
across the economic diversity 45% 46%
of their workforce.

<$75K $75K-$99K $100K-$149K $150K+

and life priorities of employees

Empowered with this knowledge, Good or excellent financial wellness:
employers are better resourced
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advisory and brokerage services are provided by wholly owned nonbank affiliates of BofA Corp., including Merrill Lynch, Pierce, Fenner & Smith Incorporated (also referred to as
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Employees who feel financially well now are also more optimistic when looking into their future.

Sense of financial optimism:

Over next year Over next 2-3 years
Cr49% | B2%  B4% | 7% | {1 58% 69%  68% | 74%
<$75K $75K-$99K  $100K-$149K $150K+ <$75K $75K-599K  $100K-$149K $150K+
Many employees are experiencing heightened stress on a daily basis, and their anxiety Simply managing everyday
varies by income level and the type of stress involved. finances is a major source
of stress for those who
Stress factors: T ey
Typical workday Financial situation Debt level
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Everyday financial
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While the top two financial goals across all income groups are saving for retirement and growing savings for unexpected
expenses, their next three priorities vary by income.

Next three financial goals:

<$75K $75K-$99K $100K-$149K $150K+
Pay off credit card debt Pay off credit card debt Pay off credit card debt Pay off mortgage
Buy first home Pay off mortgage Pay off mortgage Save for travel
Save for travel Buy first home Save for travel Pay off credit card debt



Planning for the future

Growing emergency savings ranks as a higher financial priority for those
who earn less — yet they're less likely to have hit that mark.

Saving for emergencies

Has hit emergency
savings goal:

is a top priority:
:3 % ES()q
<$75K  $75K-
$99K

44% 44%

$100K- S$150K+
$149K

656596

And for those employees who have not
met their emergency savings goal, their
reason differs by income level.

“I haven’t saved enough for

emergencies because...”

46% 47"
34%

<$75K  $75K-

$99K  $149K

$100K- $150K+

“..I'm living paycheck-to-

paycheck.” <$75K-$99K

“...I'm focused on repaying
my debt.”

$100K-$150K+

Only 57% of those in the lowest income range feel on track to retire at the age and with the lifestyle they envision for themselves —
compared to 79% of those in the highest range.

57°% > 67" > 64* )

<$75K

$75K-$99K

$100K-$149K

Top financial wellness resources employees want:
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$75K-$99K

79%

$150K+

$100K-$149K

Across all income groups,
employees’ greatest

retirement regret is
that they did not start
saving at a younger age.

$150K+

Development of good
financial skills and habits

Learning how to generate
income in retirement

Retirement education
and planning

Online tools to measure
financial wellness and
identify steps to improve

Development of good
financial skills and habits

Learning how to generate
income in retirement

Retirement education
and planning

Development of good
financial skills and habits

Learning how to generate
income in retirement

Retirement education
and planning

Learning how to generate
income in retirement

Online tools to measure
financial wellness and
identify steps to improve



Facing challenging headwinds

Debt concerns

More than eight in 10 employees carry personal
debt, with the type and amount varying by income.

Mortgage: G}
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Employees carrying debt

Student loan: @
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Those who earn the least are saddled with the heaviest debt and debt-related stress.

Has personal debt:

Debt adds stress:

%
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Debt impacts focus
and productivity at work:
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Caregiving demands

Being a caregiver plays a role in employees’ everyday well-being, both at home and at work.

Those who earn the least are more likely to be caregivers,
and the majority say it impacts their personal finances
and career growth.

@ O/O are caregivers, which means they’re
g@ 70 juggling family needs and financial

strain—and it’s taken a toll.

6 9 %

“Caregiving has
impacted my finances...”

..and my career.”
<$75K

Health care costs

More than half of the highest earners are working caregivers
tending to an aging parent or parent-in-law.

O/O caring for aging
parent

$150K+

And they’re the most likely income group to want
flexible schedules and leaves of absence to help
manage caregiving tasks on top of their workload.

More education is needed to help employees take advantage of a Health Savings Account (HSA) to manage their health care costs.

The lowest earners are less likely to have a high-deductible health plan (HDHP) or access to an HSA, and they rate their

understanding of HSAs to be the lowest of all the groups.

The middle income ranges are the least likely to contribute to an HSA. The highest income group is the most likely to both
contribute to their HSA and to use it to save for future health care expenses.

Contributes to an HSA:

Uses it to save for future
health care costs:

79%

@ 1in4

of the highest earners use

their account to save for
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future health care costs.

S150K+




Retaining an income-diverse workforce

What employees value from their employer differs by income level. While all income groups appreciate good work/life balance,
lower earners also prioritize career growth when making employment decisions —while higher earners prefer compensation.

In recent years, delivering competitive workplace benefits
has become more critical for employee loyalty.

“I'm considering leaving my company
due to my workplace benefits.”

Knowing which additional benefits employees
want can help employers’ talent acquisition

and retention goals.

“I'm staying at my company

because of the competitive
workplace benefits.”

Employee stock awards and guaranteed income plans are among the top benefits employees want to see added soon— those who
earn the least also value small loans for emergencies.

Additional benefits wanted in the near future:

The majority of employees do not receive an equity award, yet say this benefit
would make a job offer more enticing.
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$75K-$99K

$100K-$149K

$150K+

Small loans for
emergencies

Employee stock awards

Credit counseling/
Debt assistance

Guaranteed income plans

Stress management
support

Currently receive an equity award:

Employee stock awards

Guaranteed income plans
Stress management
support

Credit counseling/
Debt assistance

Small loans for
emergencies

Equity award is a factor in
deciding to stay/accept a job:

Employee stock awards

Guaranteed income plans

Credit counseling/
Debt assistance

Small loans for
emergencies

Stress management
support
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Guaranteed income plans

Employee stock awards
Small loans for
emergencies

Stress management
support

Credit counseling/
Debt assistance

Most likely to want equity
awards added as a benefit

5 3%

$100K-$149K



Income-specific realities and priorities

Income level less than $75,000

- Lowest financial well-being of all, and least
optimistic about their future finances in both the
short and longer terms.

- Highest stress levels for debt, everyday finances
and personal life, with 70% juggling caregiving on
top of their workload.

- Prioritizes emergency savings above all other
income groups, yet least likely to have met this
savings goal.

STAND-OUT STAT

Most likely to say they’re o
comfortable sharing their 3 6 0

financial data to help
improve financial wellness.

Income level $75,000-599,000

- Most positive outlook on career in the short and
longer terms —and least likely to say work stress
keeps them up at night.

- Less stressed about debt and finances than
their lower earning peers, with lower credit card
debt than income groups on either side of them.

- Least likely to contribute to an HSA even
when they have access to an account through
an employer-provided HDHP.

STAND-OUT STAT

Most loyal — with the most o
employees planning to 8 O 0

stay at their company
over the next year.

Income level $100,000-5149,000

- Experiencing financial pressure, with a financial
wellness rating roughly equal to the group who earns
less and 27 points below those who earn more.

- Expanded diversity of debt, and are among the
most likely to carry mortgages, credit cards and
student loans.

- Struggles to balance debt repayment with emergency
savings goals —with 40% saying their biggest
retirement regret was not paying off debt sooner.

STAND-OUT STAT

Most likely to say they’d o
consider leaving their 2 9 0

job based on workplace
benefit offerings.

Income level $150,000 and up

- Most stressed about their workday, by at least
nine points—and highest to rate good work/life
balance as the top reason to stay at their company.

- Among the least optimistic about their career
over the next three years, and most likely to consider
a job change due to overall burnout.

+ Most likely to want their company to provide
financial professionals who can advise on
their individual financial situations.

STAND-OUT STAT

Most likely to wish they'd
. - %
placed a higher priority on 4

retirement savings over
spending on other things.




Together we can help your employees

i ) X X i Discover more of what
live their best financial lives

today’s employee wants
from their workplace

At Bank of America Workplace Benefits™, our mission is to help make financial
lives better for both the organizations we serve and the employees who work benefit offerings in our

2025 Bank of America

for them. Our focus extends well beyond traditional retirement benefits. This
ongoing commitment to workplace research is the touchstone that enables us '
to be the cornerstone of your employees’ financial wellness. Workplace Beneflts Report

When we can anticipate what individuals need along their unique financial
journeys, we're better able to support them every step of the way —regardless Download

of life stage or income level. By connecting your workplace benefits with what the full report
matters in their lives, we can help inspire better decisions today and empower
their dreams for tomorrow.

Let’s continue the conversation

Reach out to a team member today to learn how we can help you offer
benefits that reflect the needs and goals of your employees.

About the study

2025 Workplace Benefits Report

The 2025 Workplace Benefits Report has been prepared by Bank of America Workplace Benefits™ in partnership with the
Bank of America Institute. First launched in 2011, the annual study plays a critical role in helping make financial lives better
by generating real-world insights to help us create solutions that fit our clients’ needs.

Methodology

Escalent is a research and data analytics firm that helps clients understand human and market behaviors and trends.
Bank of America partnered with Escalent to survey a national sample of 962 employees who are working full time and
participate in 401(k) plans, and 800 employers who offer both a 401(k) plan and have sole or shared responsibility for
decisions made in the plan. The survey was conducted between December 2, 2024, and January 13, 2025.

To qualify, employees had to be current participants in a 401(k) plan, and employers had to offer a 401(k) plan option. Neither
was required to work with Bank of America, which was not identified as the sponsor of the study. Escalent’s sample population
spanned age, gender, household income, company size, location and industry to help ensure that they're representative of the
target audience. The data is weighted by those variables for greater accuracy and authenticity in the research results.

All statistics are from 2025 Workplace Benefits Report survey, January 2025.

Bank of America, its affiliates and advisors do not provide health care, legal, tax or accounting advice. You should consult your health care, legal and/or tax advisors
before making any financial decisions.

This material should be regarded as general or educational information on health care/Social Security/Medicare considerations and is not intended to provide specific health care/
Social Security/Medicare advice. Questions regarding health care/Social Security/Medicare situations should be directed to health care, legal or tax professionals.

This report is designed to provide general information for employers to assist with planning strategies for their retirement plan and is for discussion purposes only. Bank of America
is prohibited by law from giving legal or tax advice, and recommends consulting with an independent actuary, attorney and/or tax advisor before making any changes.

© 2025 Bank of America Corporation. All rights reserved. | MAP8601031 | RPT-09-25-00057 | ADA | 12/2025
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