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ERISA Definitions and Financial Designations and What They Mean for Plan Sponsors

Plan sponsors and retirement plan committees are
likely to encounter a myriad of industry-related naming
devices and designations. It is important that they un-
derstand what each means in terms of definition, back-
ground, and practical impact/importance to the plan, the
plan’s fiduciaries, and the plan’s participants.

ERISA Definitions

For instance, a number of ERISA sections are common-
ly used by plan service providers. ERISA stands for the
Employee Retirement Income Security Act of 1974 and
provides not only the rules that govern, in part, retire-
ment plans, but definitions as well. The following defi-
nitions are commonly used by service providers within
the industry:

ERISA Section 3(21) Fiduciary Advisor
A 3(21) investment fiduciary is a paid professional who provides investment recommendations to the plan sponsor/trustee or plan
participant, alternate payee or beneficiary. The plan recipient of the recommendation retains ultimate decision-making authority for
the investments and may accept or reject the recommendations. Both share the fiduciary responsibility and are held to the same
standard of care under ERISA.

ERISA Section 3(38) Fiduciary Advisor (Investment Manager)

A 3(38) investment manager takes on the full responsibility of managing the investment lineup and has discretion to make neces-
sary changes. In doing so, the 3(38) Investment Manager takes on the primary fiduciary responsibility for investment decisions.
But the plan’s named fiduciary (or its delegate(s)) retain the fiduciary responsibility for the selection and ongoing monitoring of the
3(38) investment manager. ERISA identifies the 3(38) advisor as an investment manager.

ERISA Section 3 (16) Fiduciary

A 3(16) fiduciary, as used by service providers, is typically an organization that takes fiduciary responsibility for the administration
of a retirement plan. A 3(16) fiduciary partner acts as a plan administrator for some, or all depending on the engagement, of the
plan’s administration and expressly accepts certain fiduciary responsibilities for doing so. It is important to review the 3(16) contract
to ensure they accept the fiduciary responsibilities you are interested in delegating. And the plan sponsor still retains the fiduciary
responsibilities of prudently selecting and monitoring the 3(16) fiduciary.
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Financial Industry Designations

In addition to the above ERISA-defined fiduciary roles it is common for
individual representatives of retirement industry service providers to car-
ry certain financial designations. These designations represent a broad
spectrum of time commitment and education in addition to having different
focuses in terms of industry-related expertise. The following are some of
the more broadly utilized designations in the retirement industry (in no
particular order):

CFA® — Chartered Financial Analyst®

The Chartered Financial Analyst® or CFA® designation is an internationally recognized certification issued by the CFA Institute.
It is earned by completing an arduous self-study program and three separate 6-hour exams increasing in difficulty over several
years. These studies typically take about 700-950 hours to complete, and then a CFA® charterholder must complete four years of
relevant work experience.

A CFA® charterholder is educated and tested on a wide array of topics including investments, statistics, and statistical analysis,
along with economics, financial modeling, and corporate finance. A CFA® charterholder must also follow all prescribed ethical
guidelines.

Someone with this designation often works in the corporate investing field and provides a high level of investment counsel, working
with clients on investment and financial analysis.

CIMA® — Certified Investment Management Analyst

The Certified Investment Management Analyst or CIMA certification indicates an advisor with skills in evaluating investment man-
agers and others who provide financial products and services. A CIMA professional can consult with clients by helping to determine
what products and investments are in their best interest.

A CIMA designation indicates knowledge and interest surrounding investments, portfolio management, behavioral finance, and
economics focusing on asset allocation and investment consulting. A CIMA professional typically advises high net worth compa-
nies or individuals, assessing risk and making decisions for the individual or entity it serves.

CFP — Certified Financial Planner

A Certified Financial Planner certification (CFP) indicates that the financial planner has significant expertise in personal financial
planning, portfolio management, budgeting, estate planning, and taxes. Financial planners are typically work with individuals to
build a financial plan.

There is also an ethical component to the certification process, in that each CFP professional must meet ethical fitness standards
and agree to always put the client’s needs first.

ChFC — Chartered Financial Consultant
The Chartered Financial Consultant (ChFC) certification is similar to the CFP but doesn’t require completing a board exam. The
ChFC certification focuses on all aspects of financial planning like investments, tax, estate planning, and insurance.

A ChFC professional typically works on comprehensive financial planning and consulting like employee benefits planning, asset
protection, and tax planning, estate tax, transfer tax, and gift tax.

A financial advisor’s certifications indicate their expertise, specialties, and interests. Be sure to inquire about their clientele in order
to determine if they have experience and expertise dealing with plans like yours in terms of size, complexity, and breadth of ser-
vices you require. It's also important to understand how an advisor is compensated.
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WFH (Wellness From Home) Challenges Both Participants and Plan Sponsors

COVID-19 has posed a duel set of related challenges for plan sponsors and participants. For employees, the pandemic has pitted
more immediate financial needs against prioritizing planned savings — and shifted the traditional focus of employee-sponsored
financial wellness programs from the future to the present. And sponsors face the difficulty of effectively engaging remote workers
showing increased demand for financial wellness programs. Prudential’s 2020 Plan Sponsor Pulse Survey data shows 72% of
sponsors reporting greater utilization, with 28% indicating a significant increase.

With that in mind, plan sponsors can use several strategies to help weary workers engage with the organization’s financial wellness
program — no matter where they are.

Bite-size is better. Gear your educational content toward shorter, more fo-
cused personal finance topics. Modular programming will help accommo-
date the many interruptions and divided attention that’s increasingly common
among remote workers.

Make it fun. Presentations don’t have to be “Dancing With The Stars” produc-
tion numbers, but take steps to keep the subject matter fresh and engaging to
compete with 9 to 5+ computer time. Use gamification to counteract screen
fatigue. If employees can earn points, digital badges, certificates or rewards,
they may be more apt to tune in and participate.

Gentle reminders. You used to post notices about educational events on the
company bulletin board that remote workers no longer see. Email reminders
and text notifications can help keep those working from home in the loop — be
sure, however, to ask employees about their contact preferences, and don’t
blow up their inbox or cell phone.

Diversify. Diversify. Diversify. Useful for more than just investing, format di-
versification helps accommodate the different ways people like to learn. Some
may digest written content better. For others, an infographic or video is more
effective. Use analytics to track usage and see what’s preferred. Why not cre-
ate a financial wellness podcast that employees can listen to during their tread-
mill workout?

Track down the tech averse. You may have a segment of your employee population who showed up reliably for one-on-one meet-
ings and live events to receive information, but haven’t logged in for a single webinar. You don’t want these folks to fall through the
cracks now. Consider phone calls and even snail mail reminders to make sure they don’t disconnect.

Rethink programming. You may want to shift content toward more immediate participant concerns such as debt management,
emergency savings, budgeting or any other areas of interest identified. Track engagement with your wellness program and double
down on the topics and tactics that perform best.

Remote work has challenged traditional financial wellness programming delivery methods, but it's also an opportunity to reach an
audience with a newfound interest in new ways. Take advantage of their attention while you have it.

Sources

https://news.prudential.com/content/1209/files/2020PSPulseSurveyCovid19.pdf
https://news.gallup.com/poll/321800/covid-remote-work-update.aspx
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https://news.gallup.com/poll/321800/covid-remote-work-update.aspx
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5 Tactics to Increase Retirement Plan Participation

Employees fail to enroll in their retirement plan for a variety of reasons. They may be intimidated if it's their first time around or
they might not fully understand and appreciate the benefits (or the downside of not participating). Some could be concerned about
“locking up” their money — and others might worry so much about making the “wrong” investment decision that they procrastinate
making any decision at all.

As a plan sponsor, you know the advantages of offering a retirement plan for you, including: employee recruitment, increased re-
tention, reduced worker stress, higher productivity and tax benefits. Higher participation and contribution rates can also reduce the
chance the plan will fail discrimination testing and be subject to financial consequences if needed corrections aren’t made on time.

But the key to unlocking all the retirement plan benefits for both you and your employees is not simply having a plan, but making
sure that enough workers actually use it. Here are 5 things you can do to grow your participant ranks.

1. Enroll everyone. A recent Vanguard survey of 8,900 small business retirement plans found a dramatic effect of automatic en-
rollment on employee participation rates: 83% with automatic enrollment versus 58% without. And if you need more convincing,
Vanguard’s How America Saves 2019 Report found that contribution rates were also higher in automatic-enrollment plans versus
voluntary plans: 7.1% to 6.7%.

2. Offer a Roth. For employees who want to enjoy tax-free in-
come in retirement, providing a Roth option may motivate en-
rollment. And with no income cap, this move may also be appre-
ciated by highly- compensated employees who earn too much
to qualify for a Roth IRA. Additionally, you may tempt younger
workers with a longer timeline to retirement who want to take
advantage of the lower tax rate they’re paying now as opposed
to what they believe they might face later on.

3. Go multimedia. Offer retirement plan information to partic-
ipants across a variety of modalities. Some may prefer in-per-
son meetings, while others would

rather watch a YouTube-style video at their leisure. And still oth-
ers might prefer scribbling notes in the margins of a pamphlet.
Provide education about retirement plan benefits in a way that’s
accessible for everyone, no matter their degree of financial sophistication. Answer questions in short- and long-form, at basic and
more advanced levels — and in as many media formats as possible.

4. Simplify. Simplify. Simplify. It should be easy and straightforward for participants to sign up or make changes to their retire-
ment plan elections or contributions. Changes should only take a few clicks, whether from a laptop, mobile phone or tablet. Opti-
mize a seamless web experience for each platform.

5. Why wait? Shorter waiting periods allow new employees to start a saving habit straight out of the gate. It can also be an attrac-
tive feature when recruiting seasoned candidates who don’t want to interrupt their retirement savings. So, consider shortening — or
even eliminating — waiting periods altogether. Want to take the notion of instant gratification one step further? Consider allowing
immediate vesting, which can help make your organization more competitive to draw top talent and further encourage participation
in the plan.

Sources

https://institutional.vanguard.com/VGAppl/iip/site/institutional/researchcommentary/article/InvComHASsmallBusinessInsights
https://pressroom.vanguard.com/nonindexed/Research-How-America-Saves-2019-Report.pdf
https://scholar.harvard.eduffiles/laibson/files/plan_design_and_401k_savings_outcomes.pdf
https://hbr.org/2020/10/employers-need-to-reinvent-retirement-savings-match

https://www.psca.org/PR_2020_63rdReport


https://institutional.vanguard.com/VGApp/iip/site/institutional/researchcommentary/article/InvComHASsmallBusinessInsights
https://pressroom.vanguard.com/nonindexed/Research-How-America-Saves-2019-Report.pdf
https://scholar.harvard.edu/files/laibson/files/plan_design_and_401k_savings_outcomes.pdf
https://hbr.org/2020/10/employers-need-to-reinvent-retirement-savings-match
https://hbr.org/2020/10/employers-need-to-reinvent-retirement-savings-match
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Participant Corner

What’s an HSA and is it Right for You?

Health savings accounts (HSAs) have grown tremendously in popularity
over the past few years. You've probably heard of them or maybe your
employer offers one. This memo will uncover answers to common ques-
tions you may have about HSAs.

What’s an HSA?
A type of savings account that allows you to set aside money on a
pre- tax basis to pay for qualified medical expenses.

Can anyone get an HSA?
In order to open an HSA, an individual must first enroll in a qualified
high deductible health plan (HDHP).

I've heard HSAs have triple-tax advantages, what are they?
1. Contributions are tax-deferred and eventually even possibly tax free (see #3).
2. Contributions can be invested and potentially grow tax free (see #3).
3. Withdrawals aren’t taxed, if used for qualified medical expenses.

If | change employers, what happens to my HSA?
HSAs are completely portable for employees, meaning you may take it with you if you change employers.

Do | lose my HSA funds at the end of the year?
No. The balance can grow and carry from year to year and can also be invested.

What can | pay for with my HSA?
Generally HSA funds can be used to pay for anything that your insurance plan considers a “covered charge,” including charges not
paid by your health insurance because they were subject to a co-pay, deductible or coinsurance.

For more information on HSAs, please contact your financial professional, Kevin Donahue AIF®, CRPC®
at kevin@risensonfinancial.com or call 813.512.2746.

This material was created to provide accurate and reliable information on the subjects covered but should not be regarded as a complete anal-
ysis of these subjects. It is not intended to provide specific legal, tax or other professional advice. The services of an appropriate professional
should be sought regarding your individual situation.

To remove yourself from this list, or to add a colleague, please email us at kevin@risensonfinancial.com or call 813-512-2746

S S S—— Y M
ACR# 3537990 04/21


mailto:kevin@risensonfinancial.com
mailto:kevin@risensonfinancial.com

Retirement Times | May 2021 Page 6 of 6

RISEN SON Helping Employers Manage
FINANCIAL Their Retirement Plans with Confidence

Your Retirement Plan Partners

Our Mission

Risen Son Financial strives to help employers reduce the cost of their retirement plans and the liability of their responsibilities by
naming ourselves as fiduciaries to the plan and participants. We believe this builds the foundation to help employees reach their
ideal financial future, through one-on-one education, risk analysis, and financial planning.

Why Us?

Based in Land O’ Lakes, Florida, Risen Son Financial serves as retirement plan partners and investment fiduciaries for large and
small businesses across the nation. Fulfilling the duties of good faith and trust, clients choose us knowing we will go above and
beyond. As an Independent Financial Advisor, Risen Son Financial represents clients to the marketplace without any bias or
conflicts of interest. We're accountable to you and your best interests. Risen Son Financial serves as a named fiduciary for both
the plan and participants. As your Plan Fiduciary, we evaluate plan design, mitigate risks, conduct reviews, and offer solutions
helping to improve performance. As Participant Counselors, we also serve as fiduciaries providing customizable advice and
resources for the participants.

Our Process

At Risen Son Financial, our first step is to review the current cost and value being received by the plan. We can do this by
reviewing the 404(a)(5) (participant fees) and 408(b)(2) (plan fees) disclosures that plans are required to distribute and receive
from vendors. If these are not readily available, we can also review fund lineups and statements.

We meticulously review the retirement plan, including these 4 costs:

1. Recordkeepers — Receive funds from the employer and employee paycheck. Their main responsibility is to keep record
of the contributions a participant receives and investment gains. Additionally, recordkeepers do the buying and selling of
investments that the participant chooses, while also providing a website and quarterly statements.

2. Administrators — Make sure the plan meets the requirements set forth in the IRS code. They handle, testing, compliance,
vesting, eligibility, loans, and withdrawals. Many times, administrators are “bundled” with the recordkeeper.

3. Investments — Contributions are deposited into investments. They have their normal expense ratio; however, these often
come loaded with internal fees like 12b-1, sub-TA, concession and wrap. This is called “indirect compensation” or
“revenue sharing.” Often, an investment company will pay the recordkeeper a fee to be included in the investment lineup.

4. Advisors or Brokers — There is a difference. As a named fiduciary to the plan and participants, Advisors give advice,
recommendations, and/or have discretionary control of investments, along with being the quarterback of the plan. This
includes benchmarking all fees paid to vendors and shopping plan costs to keep fees reasonable. Advisors are held to the
best interest standard. In contrast, Brokers are held to the suitability standard. Brokers can't give advice nor can they name
themselves as a fiduciary to the plan. Brokers sell a product as a representative of a larger entity.

Once all fees are known, we benchmark those fees and services being received to the open market. We then use this
benchmarking to get the cost of the plan reduced. We accomplish this by either going to the current provider to have them
reduce the cost or moving the plan to a platform that will, along with providing for the needs of the plan. Being completely
independent we can work with all providers which allows us to provide conflict-free and bias-free advice.

About Kevin Donahue, CRPC®, AIF®

Kevin Donahue is the owner of Risen Son Financial. After serving four years in the United States Navy, he graduated from

Florida State University in 2004 earning a bachelor’s in Computer Science and a minor in Mathematics. Seeing firsthand, the
impact of retirement saving and planning with his own parents, Kevin entered the financial services business to pursue his
passion of helping clients meet and exceed their financial goals and visions. During his career, Kevin has passed and/or currently
holds the series 6,7, 63 and 65 exams along with obtaining Chartered Retirement Planning Counselor (CRPC) designation from
the College for Financial Planning. This designation encompasses pre-and post-retirement needs, wealth management, estate
planning, and the entire retirement planning process. Additionally, he holds the Accredited Investment Fiduciary (AlF), which
empowers investment professionals with the fiduciary knowledge and tools they need to serve each client’s best interests.

Kevin resides in Land O’ Lakes, with his wife Brittany and their twin boys Andrew and Noah.

Investment advice offered through IFP Advisors, LLC, dba Independent Financial Partners (IFP),
a Registered Investment Adviser. IFP and Risen Son Financial are not affiliated.




