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Chairman Neal, Ranking Member Brady, and members of the Committee, thank you for the
opportunity to provide comments on the important topic of retirement policy. BlackRock, Inc. (together
with its affiliates, “BlackRock”) manages assets on behalf of individual and institutional clients across
equity, fixed income, real assets, and other strategies. Two thirds of the assets we manage are retirement
assets. The assets we manage represent our clients’ futures and the investment outcomes they seek,
and it is our responsibility to help them better prepare themselves and their families to achieve their
financial goals.
BlackRock appreciates the attention being paid to retirement issues, and we believe it is timely for
Congress to move forward with legislation that makes it easier for Americans to plan for a secure
retirement.
The U.S. retirement system is complex, with a patchwork of different programs covering different
workers, using different funding sources, investing in different products, and with different tax treatments
and distribution mechanisms.
Broadly, there are three pillars for retirement funding in the U.S.: (i) Social Security, (ii) employersponsored plans, and (iii) personal savings. Based on today’s longevity expectations and projected needs
in retirement, all three of these critical building blocks need to be strengthened. Individuals are living
longer and are increasingly responsible for funding their own retirement. Many Americans are not saving
and investing enough to meet their retirement needs.1 While Social Security provides a critical retirement
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benefit, it is does not provide sufficient income for many beneficiaries and in fact was never intended to
be the sole source of retirement income for retirees.2
How to address the projected depletion of the Old-Age and Survivors Insurance (OASI) and
Disability Insurance (DI) Trust Funds, or the funding issues impacting Medicare, is beyond the scope of
our comments, but we emphasize the importance of addressing these issues as part of comprehensive
retirement reform. We encourage Congress to work with the Administration to discuss potential bipartisan
policy solutions addressing these issues.
We are commenting today on the private employer-sponsored retirement system, which is the
focus of many legislative initiatives. In the last thirty years, defined contribution (DC) plans have become
the primary source of retirement savings for many Americans, as many employers have moved away
from defined benefit (DB) plans.3 Much has been written about the shift from DB to DC plans. At their
peak in the 1990’s, private DB plans covered approximately 35% of the US workforce.4 Many employers
moved from DB to DC as a way to shift costs and risk away from their income statement and balance
sheet. While shifting the risk, this approach also provided employees with a benefit that was portable as it
can be rolled from job to job. The average American worker today will hold 12 jobs between ages 18 to
50,5 making this portability important. However, in this shift from DB to DC, we have lost the ability to pool
longevity risk, which is increasingly important given longer life spans and the shift in responsibility in
retirement planning to individual employees.
Over a third of Americans don’t have access to a public or private employer-sponsored plan of
any kind,6 and that percentage is even higher for individuals who work for small businesses.7 For
individuals who do have access to a plan, many simply aren’t contributing enough.8 For those with
adequate retirement savings, it can still be challenging to figure out how best to spend down their savings
during retirement, especially given uncertain health and life expectancy. In fact, many retirees who have
saved during their working years aren’t spending as much as they can early in retirement, for fear of
running out of money.9
Make it Easier. In thinking about how to address these challenges, our overarching principle is
make it easier. By definition, retirement legislation is complex, as it cuts across many areas of policy, as
well as tax, fiduciary, and other statutes and regulations. With that said, we believe the goal of any
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comprehensive retirement bill should be to simplify the system for both employers and employees.
Simplicity and flexibility are essential, especially for small business employers and employees, which is
where many of the access and participation issues are most acute. With this in mind, we approach each
potential retirement policy change from the lens of: Will this address the challenges of ensuring a secure
retirement for all? Is there a measure in place today that is meant to accomplish the objective, and is it as
effective as possible? Where can we improve or streamline?
We also look at the retirement issues facing the U.S. from both a top down and a bottom up
perspective, as well as by what levers we can pull to address these issues.
Top down, our philosophy is based on the following principles:





Start early – the power of compounding is the biggest advantage savers have;
Invest long term retirement savings in the capital markets;
Minimize the amount of money taken out of the system before retirement; and
Manage longevity risk by having options that generate sufficient lifetime cash flow.

Bottom up, we look at the issues we need to solve for through three lenses, as outlined in our
July 2018 ViewPoint Roadmap for Improving US Retirement Savings: Make it Easier:
1. Expand access to employer sponsored retirement savings plans;
2. Increase participation, both quantity and quality; and
3. Improve outcomes throughout retirement.
Finally, we believe that there are four “levers” to pull in order to achieve these principles:
(1) incentives; (2) behavioral finance; (3) education; and (4) mandates. The optimal employer-based
retirement system will use all four of these levers, depending on what works best for the goals that have
been established. These top down and bottom up principles, as well as the four levers, are the basis for
our comments today. We will categorize our comments by the three bottom up issues that we are all
trying to solve for: Access, Participation and Outcomes.
Expand Access
The list of reasons why approximately half of the U.S. population will use Social Security as their
primary source of retirement income is long and well documented.10 One of those reasons is that over a
third of America’s employees don’t have access to an employer sponsored plan.11 Workplace access to a
retirement plan is among the most important long term, structural drivers of retirement security in our
voluntary system.12 There have been a number of positive steps taken to increase access in the last 20
years, but a gap remains, especially in our small businesses.13 If our goal is for every American to have
access to an employer sponsored plan, while maintaining individual choice, we believe that all four levers
should be considered.
We support a comprehensive solution that makes it easier for both employers to provide their
employees access to a retirement plan, and for their employees to use that plan. Provisions that utilize
the first three levers – incentives, behavioral science, and education – are contained in several proposed
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retirement bills, and we express support for a number of these provisions in our submission today. Given
that the goal of increasing access applies mainly to the small business segment, we believe it is even
more important to focus on simplicity and flexibility, so we view each provision through this lens: will it
make it easier for small businesses to provide access to a plan, and for their employees to actually use it?
One of the most important retirement policy goals is to meaningfully increase access to a plan,
mainly among employees in small businesses. Other countries14 and some states15 have been
aggressive, with mandatory savings programs requiring that employers and employees contribute a
minimum amount to retirement savings. Chairman Neal’s legislation on automatic retirement16 includes a
requirement that all employers with over 10 employees offer some form of retirement plan, such as a
401(k), SIMPLE IRA or automatic IRA, as well as automatic enrollment at 6% and automatic escalation to
10%, all with opt outs for employees. There are other provisions in the bill (and other proposed bills17)
which seek to make it easier for employers to offer a plan – including incentives and behavioral “safe
harbors” targeted to small business. In addition, the bill “grandfathers” existing plans, provided they were
in place for more than one year prior to enactment of the bill. If the overall solution is comprehensive, and
makes it easier for employers and employees, then such a requirement makes sense within the existing
system to help solve our access issue. We discuss some of the proposed enrollment provisions in our
section below on improving participation.
We believe there are a number of additional policy measures that should be considered in
conjunction with this kind of approach in order to achieve a comprehensive solution.
Open MEPs. BlackRock has long advocated for open multiple employer plans (MEPs) as one way
to make it easier for small employers to offer retirement plans. Open MEPs allow businesses to share
administrative and other responsibilities associated with establishing and maintaining a retirement plan,
while delegating the overall fiduciary responsibility to the MEP sponsor. Given the reduced fiduciary
responsibilities for the employer, open MEPs reduce the time, complexity, and fiduciary risk associated
with offering a plan.
To facilitate greater adoption of these plans, we recommend legislation (such as the Retirement
Enhancement and Savings Act (RESA)18) that eliminates the “nexus” or commonality requirement, as well
as the “one bad apple rule”. The Department of Labor has proposed a rule that would expand the
commonality requirement to allow for a geographic nexus by state or metropolitan area,19 which we
believe is a positive step. We encourage legislators to take RESA’s even more expansive view,
eliminating the commonality requirement to allow businesses to benefit from economies of scale, which is
especially important for small businesses located in rural areas and less populous states. We also
recommend policy makers revisit the “one-bad-apple” rule for open MEPs,20 under which a failure by one
employer to meet qualification rules would disqualify the entire MEP. Revising the Internal Revenue Code
or regulations to limit disqualification to only the plan engaging in the disqualifying conduct would make
14
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open MEPs a more attractive option. We appreciate the focus in Congress on legislation that would
facilitate open MEPs.21
SIMPLE IRAs. The SIMPLE IRA was introduced in 1996 for the purpose of providing access to a
retirement plan for employees of small businesses. These plans have low start-up and maintenance
costs, as they are not subject to many of the administrative burdens that apply to most qualified plans,
while still having higher contribution limits compared to traditional or Roth IRAs. While assets in these
plans have grown, they are relatively small compared to other retirement plans.22 We believe SIMPLEs
should be a primary tool for making it easier to provide access to employer-sponsored plans.
There has been some Congressional focus on SIMPLEs, with proposals for change across different
pieces of legislation.23 One bill from Senators Collins and Warner is specifically focused on SIMPLEs, and
includes provisions to increase the maximum employee contribution, tied to an increase in the employer
contribution, and would direct Treasury to study the use of SIMPLE plans and report on such use.24 We
support the commitment of Senators Collins and Warner to look at SIMPLEs in a broader way, and we
respectfully suggest several additional provisions to maximize the impact SIMPLE IRAs can have on
access.
One difference between a SIMPLE IRA and most qualified plans is that the employer must make a
contribution.25 Currently, this mandatory contribution equals either matching contributions up to 3% of
employee compensation or a non-elective contribution of 2% of employee compensation up to the annual
limit.26 There is some flexibility built into this requirement, allowing the employer to reduce the contribution
to 1% for two years out of a five year period.27 We encourage Congress to consider even more flexibility
for mandatory employer contributions for new businesses or existing businesses that are offering a plan
for the first time, provided the SIMPLE utilizes automatic enrollment into a qualified default investment
alternative (QDIA).28 Flexibility can be accomplished either by waiving or reducing the employer mandate
for a specific period, or through an additional annual tax credit equal to the employer contribution. The tax
credit could be consistent with the tax credit proposed in the Retirement Security and Savings Act of 2018
introduced by Senators Portman and Cardin (Portman/Cardin bill)29 and in Chairman Neal’s Retirement
Plan Simplification and Enhancement Act of 2017.30
We also support the provision in the proposed Portman/Cardin bill that allows for Roth tax
treatment of contributions in SIMPLE IRAs, as Roth IRAs may be more attractive to younger workers who
21
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can benefit the most from starting early in saving for retirement. To expand access to employees who
may not otherwise be eligible to participate in a 401(k) plan, such as new, contingent or temporary
workers, we recommend modifying the requirement that the SIMPLE IRA be the only retirement plan at a
company and instead allow it to be offered alongside other plans,31 and for employees, once eligible, to
transition from the SIMPLE to the more established qualified plan.
Reporting and Disclosure. Across all plan types, we are supportive of efforts to reduce reporting
and disclosure burdens on plans and their sponsors. Over the years, Congress has created a number of
notices that must be provided to participants in 401(k) and other DC plans. BlackRock has long
advocated for simplification of these requirements to make it easier for plan sponsors. Specifically, we
believe Form 5500 could be simplified to only include essential data and could be eliminated, at least in
part, for certain types of plans with simple investment options.
We support efforts to make disclosures more effective for individuals, while reducing the burden
for plan sponsors, including modifications to target date fund disclosure. We support the proposed
Portman/Cardin provision that makes it easier for individuals to understand their target date fund
disclosure. The provision would modify the DoL regulations so that an investment that uses a mix of asset
classes can be benchmarked against a blend of broad-based securities market indices, provided (a) the
index blend reasonably matches the fund’s asset allocation over time, (b) the index blend is reset at least
once a year, and (c) the underlying indices are appropriate for the investment’s component asset classes
and otherwise meet the rule’s conditions for index benchmarks.
Finally, to make it easier for individuals to receive and understand the disclosures they receive,
we strongly support provisions to expand the use of electronic delivery for required plan disclosures. As of
2016, approximately 93% of households with DC plans have internet access, a number that has
increased dramatically over time.32 Given that plan participants could opt-in to continue to receive paper
documents, there are significant benefits of this change with little potential downside. Electronic delivery
would make it easier for individuals to receive plan information in real time and would save costs for plan
sponsors and participants.33 Savings like these can compound over time and help employees accumulate
assets for a more secure retirement. In addition, electronic delivery has clear environmental benefits
including reducing landfill waste.
Increase Participation
In order to increase retirement security, individuals must both have access to a plan and must
adequately participate in that plan – both in terms of the quantity of participation, as well as the quality.
Using three of the four levers (incentives, behavioral science, and education), Congress, regulators,
employers and the industry have led to improvements in both the quantity and quality of participation.
Behavioral science has shown that automatic enrollment is a very effective tool to get people to
participate in an employer-sponsored plan and has improved the quantity of participation in employer
plans.34 In addition, Congress and the DoL’s provision of a safe harbor for the automatic default into a
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QDIA has improved the quality of participation and increased the use of diversified retirement investment
strategies.35
Automatic Enrollment, Escalation and Re-enrollment. We are supportive of encouraging best
practices, such as automatic enrollment, automatic escalation, and permitting re-enrollment every three
years. Both of Chairman Neal’s bills strongly encourage these behaviors, which we support. Research
has shown that the current commonly used default contribution rate of 3% is too low to get Americans the
retirement outcomes they want,36 and an increased rate could be one way to address this issue. With that
said, we are concerned that a 6% automatic deferral, while appropriate for many, could be somewhat
challenging for employees in small businesses, where the impact of higher automatic default rates has
not yet been studied. In order to avoid opt outs and leakage, it is important to make it clear that
employees can “drop down” to a lower contribution amount rather than simply opting out.
We also believe in providing companies greater flexibility in determining the rate of escalation of
contributions, while maintaining the ability for employees to opt out or modify these escalations. Similarly,
companies should have more flexibility in matching contributions. For example, an employer may not
want to match 100% up to 1% of compensation and then 50% for 1%-6% of compensation, but may be
willing to match 50% up to a higher percentage of compensation, say 3%, which could encourage
individuals to put more into their plans while giving employers more flexibility in providing matches.
Re-enrollment. Re-enrollment is an effective behavioral finance lever for a plan sponsor to
encourage non-participating employees to begin to contribute to company plans, as well as have
individuals more meaningfully contribute. There is not much use of re-enrollment in the U.S.,37 perhaps in
large part due to a lack of a specific voluntary safe harbor for re-enrollment. To increase the quantity and
quality of participation, we support Congressional efforts to provide a voluntary safe harbor for the use of
re-enrollment in all cases, which would address employer concerns about potential fiduciary risk
associated with re-enrollment and facilitate greater use of this tool.
Student Loan Payments. We keep emphasizing that starting early is one of, if not the critical
principle for success of our retirement system. However, many young workers do not contribute to their
retirement plan because they are overwhelmed with student debt, and thus do not receive matching
contributions from their employers. We believe employers should be permitted to treat qualified student
loan payments as elective deferrals for purposes of matching contributions under a 401(k) plan, 403(b)
plan, or SIMPLE IRA. This would allow individuals to receive company matches by reason of repaying
their loan, if the company chooses to offer this flexibility. Legislation allowing for this was recently
proposed,38 and the IRS paved the way for such a program in its May 2018 letter to Abbott Laboratories
allowing an employer to make contributions based on student loan repayments.39
Lifetime Income Disclosure. An important element of education that will drive participation is the
translation of savings into the estimated income it will produce in retirement.40 BlackRock supports
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including Lifetime Income Disclosure on statements – whether that be through a regulatory safe harbor
for plan sponsors that such disclosure is classified as “education”, or through a requirement, as contained
in several pieces of proposed legislation, including RESA.41 We believe that such a safe harbor or
requirement should be product agnostic, as there are many ways to appropriately translate assets into
income, from annuity-based methodologies to systematic withdrawal methodologies. An inflexible
requirement would lock disclosures into place, and potentially prevent innovative methodologies – either
in the form of disclosures or new products – to the detriment of participants. The bottom line is that this
translation will provide employees with the positive reinforcement necessary to not only continue
participating, but also to increase the quantity and quality of their participation.
Keep Money in the System. One of the requirements for success of a private, voluntary
retirement system is to keep money in the system. It has been reported that 40 cents of every dollar
contributed to DC plans is withdrawn or otherwise leaves the system.42 This is often referred to as
leakage, and it degrades the “quality of participation” in the retirement system, as keeping money
compounding in the capital markets is critical to achieving better retirement security. U.S. regulators have
recognized the importance of addressing leakage, as demonstrated by the DoL’s proposed
exemption43 and advisory opinion44 designed to facilitate the Retirement Clearinghouse’s Auto Portability
program.
Limit Withdrawals through Emergency Savings. Our system currently includes hardship
withdrawals, non-confiscatory penalties, as well as a complicated and non-intuitive rollover processes, all
of which facilitate individuals in taking money out of their retirement savings accounts. In some cases,
withdrawals may be necessary, and the availability of withdrawals positively impacts the decision to
participate, so there should be a certain degree of flexibility. However, there are some policy proposals
that could maintain this flexibility while facilitating greater preservation of retirement assets. For example,
there have been proposals to encourage emergency savings,45 which can be used instead of hardship
withdrawals from traditional retirement accounts. Oregon’s auto-IRA plan requires that the first $1,000 of
their Roth contribution be invested in a money market fund, effectively acting as an emergency savings
vehicle. Further, more research should be done on potential additional limits than can be placed on
withdrawals from certain accounts, which has been explored in other countries.46
Simplify the Rollover Process. As workers change jobs more frequently, it is important to keep
money in retirement accounts during job changes and make it easier for individuals to keep track of their
retirement savings. The current process for moving assets from one employer’s plan to another or rolling
over into an IRA is complicated, confusing and largely manual. There are no standardized requirements,
processes (including timing), or paperwork. There are a number of different options for employees upon
switching employers, many of which require action from the individual to move their accounts.
We recommend improving plan portability by simplifying the process for individuals to move DC
plan balances between employers and between an employer and an IRA. The proposed simplification of
41
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model 402(f) notices is a step in the right direction to improve participants’ understanding of their
distribution options and tax consequences.47 We recommend taking this a step further by educating
participants through a single standardized description of their options when they leave an employer. This
document should explain in plain language (and with examples), a participant’s alternatives, the different
factors that a participant should take into account in making a distribution decision (including investment
options, fees, and tax impact), and the potential consequences of different decisions.
We support measures to allow automatic portability of plan assets, for example by establishing a
retirement security clearinghouse, which would streamline transfers and rollovers among DC plans and
IRAs.48 Under this system, policy makers would work with industry stakeholders to develop standards for
streamlining transfers and rollovers across DC plans and IRAs.
Improve Outcomes
In addition to getting money into retirement plans and keeping it there, we must consider how to
improve outcomes once people get to retirement, both in terms of achieving the right asset allocation mix
and in terms of spending down assets throughout retirement.
Plan sponsors should be permitted to choose investment products that will create the best
outcomes for their plan participants. With this in mind, we recommend modifying the law and the Internal
Revenue Code to allow 403(b) plans to invest in collective investment trusts and separate
accounts. Currently, 403(b) plan investments are generally limited to annuity contracts and mutual funds.
This limitation cuts off 403(b) plan participants – generally employees of hospitals, universities and other
educational organizations – from access to collective investment trusts and separate accounts, which are
often used by other qualified plans due to the fiduciary status of the manager, flexibility in choice of
strategy, and lower fund expenses. We are supportive of the provision in the proposed Portman/Cardin
bill that would permit 403(b) plans to invest in collective investment trusts, as 403(b) plan sponsors should
have the option to select these investment options if they believe this selection will improve outcomes for
their participants. This provision would democratize access to institutional investment vehicles for 403(b)
plan participants.
Decumulation and Annuities. While there has been significant focus on increasing the assets
being put into retirement plans, less attention has been paid to how individuals manage withdrawals
throughout retirement. Decumulation is a critical component of the retirement journey. Nobel Laureate
Professor William Sharpe has characterized decumulation as the “nastiest” problem in finance.49 And, if
it’s “nasty” for him, imagine the individuals who receive a lump sum when they retire. Many individuals
don’t know how to manage their 401(k) plan balance in decumulation, as they transition from saving to
spending. BlackRock’s 2018 DC Investor Pulse Survey found that 93% of plan participants are looking for
guidance on annual and monthly retirement income.50
Annuities and other lifetime income products have an important role to play in providing a basic
level of income security throughout retirement. Through the use of these products, individuals can set up
periodic “paychecks” for the duration of their life, which can be valuable to people who are concerned
about losing money during a market downturn or concerned about outliving their savings.
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Annuity Safe Harbors. Currently, annuities are not typically offered as an investment option in
401(k) plans, likely due to employer concerns with applicable regulatory requirements as well as cost and
liquidity concerns. We are supportive of efforts to facilitate lifetime income products in DC plans and we
support a better, simpler safe harbor for selection of an annuity provider that would provide greater
comfort to plan sponsors in including annuities in their DC plans.51 In addition, behavioral finance teaches
us that difficult decisions are frequently not made – and we recognize that the selection of an annuity by
an individual at retirement is very difficult. There can be significant interest rate risk when making that
decision at a “point in time”. That is why we support clarifying the QDIA safe harbor to specifically allow a
plan sponsor to select an investment option with an embedded annuity strategy as a QDIA, thereby
allowing an employee to be invested in such a strategy over time, and making a “paycheck” available to
them during their retirement years.
Annuity Portability. In addition, we support provisions that would make it easier for individuals to
transfer lifetime income investments. Portability is increasingly important as the workforce becomes more
mobile, and distribution options should be available to prevent the loss of an accrued income benefit. For
example, we support the RESA provision that would allow for enhanced portability of lifetime income
options.
Revision of RMD Rules. We support updating required minimum distribution (RMD) rules to
responsibly push back the beginning RMD age, to adjust the actuarial calculations to reflect current life
expectancies, to provide an exemption for small aggregate qualified balances, and to encourage the use
of deferred income annuities. Deferred income annuities allow a person to insure the tail risk of living past
a certain age and, if they are Qualified Longevity Annuity Contracts (or QLACs), allow deferral of a portion
of a participants RMD until age 85. Pushing back the RMD age, as well as adjusting the actuarial
calculations, would reflect increased life expectancy since those standards were established. It would
also give individuals more flexibility to manage their savings throughout retirement, allowing them to
control their retirement more in the early years, primarily by continuing to work. Those with relatively small
account balances are more likely to use the money sooner, making RMD rules less important. These
retirees, in particular, should not be subject to the confiscatory penalty for inadvertently violating the RMD
rules. We should be helping retirees mitigate longevity risk by allowing them to keep money in their plans
consistent with longer life expectancies, and to use deferred income annuities as a relatively lower cost
way of managing that risk.
Conclusion
In conclusion, we are grateful to Chairman Neal, Ranking Member Brady, and members of the
Committee for their continued leadership on the issue of broadening retirement security for all
Americans. Make it easier for both employers and employees is the central element of our comments.
Ideally, looking at our system as a whole and simplifying all of the options for employers and employees
would make the most sense to accomplish this objective. We need to get people to start saving for
retirement early; invest long term in the capital markets; stop the leakage from retirement accounts; and
increase opportunities for savers to create lifetime income. We are supportive of retirement legislation that
would achieve these objectives and welcome the opportunity to continue this dialogue.
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