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Bargaining Power, COVID-19, and the
Essential Economy

INTRODUCTION

The COVID-19 pandemic has precipitated an unprecedented health and economic crisis,
creating extraordinary challenges for households and businesses. A critical question is how
this may be changing how Americans make important economic decisions. Morning Consult
and Moody'’s Analytics have teamed up, conducting an in-depth survey of 5,000 adults in mid-
September, to examine how the pandemic is impacting decisions over household finances,
parenting, starting a business, wage bargaining, and moving.
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Bargaining Power, COVID-19, and the
Essential Economy

BY JOHN LEER, DANTE DEANTONIO, BERNARD YAROS, RYAN SWEET, CRISTIAN DERITIS AND MARK ZANDI

he COVID-19 pandemic has precipitated an unprecedented health and economic crisis, creating

extraordinary challenges for households and businesses. A critical question is how this may be changing

how Americans make important economic decisions. Morning Consult and Moody's Analytics have teamed
up, conducting an in-depth survey' of 5,000 adults in mid-September, to examine how the pandemic is impacting
decisions over household finances, parenting, starting a business, wage bargaining, and moving.

In this paper, we explore the bargaining
power of workers in the age of COVID-19
and the role that essential workers have
played in the employer-employee rela-
tionship during the pandemic. The key
findings are:

» The pandemic exerted moderate
downward pressure on workers’
willingness to bargain with their em-
ployers in aggregate, and particularly
on low-income and less well-edu-
cated workers who disproportion-
ately experienced a loss of pay or
income during the pandemic. At the
other end of the spectrum, highly
educated workers have grown more
willing to bargain with their employ-
ers, providing additional evidence
of the inelasticity of demand for
high-skilled labor.

» Wage growth during the next business
cycle is likely to follow the same path
of the prior business cycle, with wage
pressures at the low end of the income
spectrum remaining subdued well into
the recovery.

1 Adetailed description of the survey methodology and com-
position can be found in the appendix of the first paper in
this series, “Struggling Through: Household Finances in the

Pandemic,” which can be found at: https://www.moodysan-

alytics.com/microsites/pandemic-economics
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» The striking and persistent difference
between the willingness of men and
women to ask for pay increases makes
it even more difficult to address
and eliminate the gender disparity
in wages.

» There is a strong generational divide
in the willingness to bargain with em-
ployers. Older workers are less likely
to have asked for increases in pay, and
they remain less willing to do so in
light of the pandemic.

» Just over half of surveyed adults
self-identified as essential workers.
Men were significantly more likely to
consider themselves essential than
women. The gender gap is the least
pronounced in healthcare, which is
intuitive since this is a health crisis first
and foremost, but it widens in other
industries where it may not be as clear
what constitutes essential work.

» Nearly one-third of essential workers
received a pay raise because of the risk
they have taken during the pandemic.
The more comfortable essential work-
ers are in asking for a raise, the more
likely they were to have received a pay
raise. Specifically, a 10-percentage
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point increase in the share of essential
workers who are comfortable asking
for a raise is associated with a 1.3-per-
centage point gain in the share of es-
sential workers who got a raise during
the pandemic.

Wage bargaining matters

Workers' willingness to bargain with
their employers is a critical indicator of
their total bargaining power since it both
reflects and influences bargaining power.?
Understanding the strength of workers'
bargaining power sheds light on the paths
of employment and income outcomes as
the economy experiences and ultimately
recovers from the coronavirus pandemic.
Workers' bargaining power impacts the
economy through three primary channels.
First, a decrease in workers' bargaining
power slows wage growth since a greater
share of gains in productivity go to firms
rather than workers. Over the past 40
years, this phenomenon contributed to the

2 The other critical component is workers' ability to bargain
with employers, which is a function of industry concentra-
tion, the elasticity of the supply of labor, and employment
laws and regulations. These three factors tend to evolve
more slowly over time, meaning that it will take more time
for them to impact workers' bargaining power. Thus, work-
ers’ willingness to bargain with their employers is a better
indicator of the near-term impact of the pandemic on work-
ers’ bargaining power.
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Chart 1: Bargaining Power Varies
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relatively sluggish growth in real wages in
the U.S. even after accounting for the slow-
down in productivity.? Second, disparities
in workers' willingness to engage in wage
and benefit bargaining across demographic
or employment groups drive differences
in pay across these groups. In particular,
women and minorities tend to be less will-
ing to engage in bargaining and less aware
of the unwritten norms around bargaining,
thereby contributing to gender and racial
wage gaps.* Third, when workers' bargain-
ing power decreases, wages tend to be less
responsive to changes in unemployment,
which flattens the Phillips curve and raises
additional challenges for central banks.
The effect of the coronavirus pandemic
on workers' willingness to bargain with em-
ployers is not ex ante clear. On the one hand,
the coronavirus pandemic has harmed Amer-
icans’ finances, challenged parents’ careers,
and forced many small businesses to close.®

3 J.Bivens and H. Shierholz, “What labor market chang-
es have generated inequality and wage suppression?”,
Economic Policy Institute, December 12, 2018, https://
www.epi.org/publication/what-labor-market-chang-
es-have-generated-inequality-and-wage-suppression-em-
ployer-power-is-significant-but-largely-constant-where-
as-workers-power-has-been-eroded-by-policy-actions.

4 S.Caldwell and S. Naidu, “Wage and employment implica-
tions of U.S. labor market monopsony and possible policy
solutions,” Washington Center for Equitable Growth, Febru-
ary 18, 2020, https://equitablegrowth.org/wage-and-em-
ployment-implications-of-u-s-labor-market-monopso-
ny-and-possible-policy-solutions.

5 A Krueger, “Reflections on Dwindling Worker Bargaining
Power and Monetary Policy” August 24, 2018, Luncheon
Address at the Jackson Hole Economic Symposium.

6 These issues have been explored in earlier papers in this se-
ries, “Struggling Through: Household Finances in the Pandem-
ic,” “Economic Challenges for Parents During COVID-19,” and
“Business Closures and Entrepreneurship During COVID-19,"
which can all be accessed at: https://www.moodysanalytics.
com/microsites/pandemic-economics
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Chart 2: Wide Gap Amid Men and Women
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Given the challenges facing American work-
ers, one might expect them to feel grateful
that they still have a job and less likely to
ask for raises, promotions, or other forms
of compensation.

On the other hand, many workers are
being asked by their employers to per-
form heroic tasks. Parents are struggling
to balance their jobs with their additional
child-care responsibilities, and essential
workers accepted additional health risks to
deliver critical services. Prior to the pan-
demic, economic conditions had started to
favor workers. There were signs that even
low-income workers were finally starting
to benefit from the tight labor market, as
evidenced by low unemployment and rising
wages. Given these two competing sets of
forces, this paper directly measures these
effects and analyzes their implications for
the U.S. economy.

Who has bargaining power?

The ability and willingness of workers to
advocate for themselves with their employ-
ers has important implications for personal
gain and overall equity. Systematic differ-
ences in workers' willingness to bargain
through negotiating a starting salary or
asking for a raise or promotion can create
a long-term divide in outcomes. Survey
responses reveal both expected and unex-
pected patterns in workers’ willingness to
advocate for themselves. Perhaps the most
frequently discussed difference is that men
are far more likely than women to nego-
tiate their starting salary or ask for a raise
or promotion (see Chart 1). This disparity
represents one of many probable causes
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for the enduring gender pay gap in the U.S.
workforce.”

The survey confirms just how striking
and persistent the differences between men
and women are in terms of bargaining in the
workforce. Across all major demographic
groups, women are far less likely to ask for a
raise from their employer (see Chart 2). Even
highly educated, high-income women—who
would be expected to have more bargaining
power—are less likely to have asked for a
raise than any cohort of men. It is natural to
believe that some of this gap may be driven
by differences in the industry and occupa-
tional composition of men and women in the
workforce. However, the survey data confirm
that even within specific industries, men are
still almost always more likely to engage in
bargaining (see Chart 3). Similar patterns
emerge across the other bargaining metrics
evaluated—willingness to negotiate starting
salary and willingness to ask for a promotion.
When taken in combination, these represent
a significant headwind against women closing
the pay gap.

Noticeable differences also arise across
other demographic groups. Younger work-
ers are far more likely to bargain over pay
than their older counterparts, with workers
between 18 and 34 nearly twice as likely to
have asked for a raise than workers 65 and
older. To a much smaller degree, minori-
ty workers are also more likely to engage
in bargaining.

7 The gender pay gap has been studied time and again. F. Blau
and L. Kahn (2017) provides one such example that posits a
multitude of explanations for why the gender pay gap per-
sists today: https://pubs.aeaweb.org/doi/pdfplus/10.1257/
jel.20160995
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Chart 4: Part-Time Workers Have a Voice
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Somewhat surprisingly, part-time workers
report being more likely to have asked for a
raise than those working full time (see Chart
4). Further, workers with longer tenure at
their current employer are less likely to have
asked for a raise than their less experienced
counterparts. Among tenure groups, young-
er workers are generally still more likely to
have asked for a raise (see Chart 5). The age
composition of tenure groups is partially re-
sponsible for the declining pattern by tenure.
Workers age 65 and older are least likely to
have asked for a raise, and they account for a
far larger share of the longest tenured group.
These results confirm existing patterns in
workers' willingness to bargain, but just as
important is how worker behavior changes
over time.

COVID-19 has shaped perceptions

In aggregate, the pandemic exerted
moderate downward pressure on workers'’
willingness to bargain with their employers,

Chart 5: Tenure and Age Are Intertwined
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with 23% of employed workers saying that
the pandemic has made them less likely to
ask for increases in pay or benefits, compared
with only 18% who are more willing. The
majority (59%) say that it has not mate-
rially affected their willingness to bargain
with their employers. These results indicate
that workers' bargaining power has weak-
ened as a result of the pandemic and that
upward wage pressures are likely to remain
muted for the foreseeable future even as
unemployment decreases.

In most cases, demographic and em-
ployment groups that were more likely
to have asked for a raise, promotion or
increase in benefits prior to the pandemic
were also more likely to say that the pan-
demic has made them more willing to ask
for an increase in pay or benefits. In other
words, the pandemic has largely confirmed
or even exacerbated differences in workers’
bargaining power across demographic and
employment groups.

Just as men are
more likely to have
asked for an increase
in pay or benefits in

m18-34

m Total m 35-44

40

the past, a greater

= 45-64 share of men (20%)

m 65+

30
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Sources: Morning Consult, Moody’s Analytics
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said that they are
more willing to bar-
gain with their em-
ployers as a result of
the coronavirus pan-
demic than the share
of women (15%). The
gender divide widens
when focusing on
perceptions of power

5+ yrs
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to ask for raises or benefits. Among employed
women, 28% feel that they have less power
to ask for a raise or benefits in light of the
pandemic, compared with only 21% of men.

These findings provide another piece of
the puzzle in understanding the impact of the
pandemic on the gender pay gap. Previous re-
search in this series showed that female par-
ents were twice as likely as their male part-
ners to reduce their hours to bear the burden
of additional child-care responsibilities.
Findings from this paper complement that
prior study by highlighting another channel
through which the pandemic exacerbates
the gender pay gap. As women become less
willing to ask for increases in pay or benefits,
it becomes less likely that they will financially
benefit to the same extent as men from fu-
ture improvements in the economy.

In some cases, the pandemic reversed
patterns in workers' bargaining power across
demographic groups. Notably, a greater share
of employed workers who experienced a loss
of pay or income since the onset of the pan-
demic are less willing to ask for an increase
in pay or benefits because of the coronavirus
(31%) compared with those who have not
experienced a loss of pay or income (18%). A
similar story exists among workers who have
been put on temporary leave or been laid
off. Among workers who lost pay or income
over the course of the pandemic, 39% asked
for a raise from their employer prior to the
pandemic, compared with only 29% of work-
ers who did not experience a loss of pay or
income during the pandemic.

These results add yet another dimension
to the financial hardship described in the first
installment in this series. For workers who

4



experienced a loss of pay or income since the
onset of the pandemic and managed to either
keep their jobs or find a new job, the experi-
ence of losing pay has reduced their willing-
ness to ask for increases in pay or benefits.
Losses of pay and income due to the pan-
demic disproportionately fell on low-income
workers. As the economy recovers, these
workers are less likely to experience wage
gains, even as the demand for labor strength-
ens. In other words, it seems likely that the
next business cycle will follow the same path
of the prior business cycle, with wage pres-
sures at the low end of the income spectrum
remaining subdued well into the recovery.

The pandemic also widened the divide
in bargaining power across the education
spectrum and further separated highly edu-
cated workers from those with a bachelor’s
degree. Prior to the pandemic, there were few
noticeable differences across the education
spectrum in terms of workers asking for raises.
Thirty-five percent of workers with a post-
graduate degree had asked their employer
for a raise prior to the onset of the pandemic,
compared with 34% with bachelor’s degrees
and 32% with less than a college degree.

In light of the pandemic, 26% of re-
spondents with a post-graduate degree are
more willing to ask for an increase in pay or
benefits, compared with 17% of respondents
with less than a college degree and 16% with
a bachelor's degree. This divide reflects the
relative strength in the demand for highly
educated workers over the course of the pan-
demic. The range in the unemployment rates
among education levels consistently nar-
rowed leading up to this recession and then
dramatically widened in April (see Chart 6).

Chart 7: Are You Essential?
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The COVID-19
pandemic has brought a new industry clas-
sification into the public consciousness.
Essential industries are those deemed nec-
essary to maintain public health and safety
and community well-being in times of crisis.
During the pandemic, many states and
localities have established some degree of
restrictions on commercial and consumer
activity, while allowing essential industries
to continue business as usual. Survey re-
spondents were asked whether their jobs
were considered essential, which allowed us
to tabulate shares of essential employment
by industry (see Chart 7).

Government workers are more likely to
be considered essential than private sector
workers. Health services and transporta-
tion boast the highest shares of essential
employment, while professional/business
services and arts, entertainment and recre-
ation have the lowest shares. Finally, 52%

of surveyed adults are considered essential.

This is remarkably similar to previous re-
search done by Moody's Analytics, which

08 09 10 11 12 13 14 15 16 17 18 19 20
Sources: BLS, Morning Consult, Moody’s Analytics

had pegged the share of U.S. employment
in essential industries at 58%.%

Workers age 18 to 44 are more likely to be
considered essential than older age cohorts
(see Chart 8). More than 55% of workers with
less than a college degree consider them-
selves essential, compared with less than half
of workers with a college degree or higher.
Further, 53% of workers earning less than
$50,000 are considered essential, which is a
marginally larger share than in higher-income
groups. Finally, there was little variation
across racial groups, and full-time workers
were more likely to be essential than their
part-time counterparts.

One of the most apparent disparities in
perceived essential work is gender-based.
Specifically, 55% of men consider themselves
essential, compared with 48% of women. To
better understand this gender gap, we delved
into the share of respondents considered es-

8 M. Cosma and M. Colyar, “The Essential Economy,” Moody's
Analytics Economic View, April 8, 2020. https://www.econ-
omy.com/economicview/analysis/379044.

Chart 8: Demographics of Essential Work
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sential by industry and by gender (see Chart
9). In healthcare and social assistance, men
are only slightly more likely to be considered
essential than women. In the remaining in-
dustries, men are significantly more likely to
be considered essential than women, with the
gap as large as 18 percentage points in feder-
al and state government.

That the gender gap is the smallest in
healthcare and social assistance is intuitive.
Amid a pandemic, there is practically no
debate that healthcare workers are on the
front lines of this crisis and are essential,
irrespective of gender. In other industries,
though, workers are likely plagued by greater
ambiguity as to what constitutes essen-
tial work, which seems to give way to the
well-documented confidence gap by gender,
whereby men tend to feel more self-assur-
ance and less self-doubt in the workplace.
For every 10-percentage point decline in the
share of an industry that is essential, the gen-
der gap in favor of men increases by about 4
percentage points.

...But did workers reap the rewards?

Among respondents considered essential,
28% report that their employer has raised
their pay given the risk they were taking
during the pandemic (see Chart 10). This
share is 35% or more among those consid-
ered essential in wholesale and retail trade
and financial activities, whereas it falls short
of 25% in construction, professional/business
services, and the federal government. What
drives this variation across industries? To
answer this, we considered three potential
underlying factors: the comfort that essential
workers have in asking employers for a pay

Chart 10: Did Employer Raise Your Pay?
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11). The comfort

with which essential
workers ask for a pay
raise reflects a variety
of underlying factors:
the gender or racial
mix, which will influ-
ence self-confidence
in the workplace; the
flexibility of career
advancement within
a company; and mon-
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opsony power whereby the more concen-
trated a labor market, the more sway an em-
ployer will have in dictating the price of labor.
Based on our survey results, we find that a
10-percentage point increase in the share of
essential workers who are comfortable asking
for a raise is associated with a 1.3-percentage
point gain in the share of essential workers
who got a raise during the pandemic.

In light of the pandemic and the high-risk
role healthcare professionals are playing, it
was hard not to notice that essential work-
ers in healthcare and social assistance rank
relatively low in both getting a pay raise and
feeling comfortable in asking for one. The
reason is likely twofold. First, women, who
as previously discussed are less likely to ask
for a raise than men, account for nearly 80%
of the industry's employment. Second, prior
economic research has found evidence of
monopsony power among hospitals, in par-
ticular wage declines among skilled workers
in the wake of hospital mergers.® Because
of the financial hardship the pandemic has
wrought on the balance sheets of hospitals
and physician practices, industry consolida-
tion is expected to accelerate once the crisis
subsides. As a result, the bargaining power of
essential workers in the healthcare industry
will likely end up worse off post-pandemic.

Survey responses also show the share of
essential workers who have gotten a raise
and are comfortable asking for one by demo-

9 D. Staiger, ). Spetz and C. Phibbs, “Is There Monopsony in
the Labor Market? Evidence From a Natural Experiment,”
Journal of Labor Economics, 2010; D. Sullivan, “Monopsony
Power in the Market for Nurses,” The Journal of Law and
Economics, 1989; E. Prager and M. Schmitt, “Employer Con-
solidation and Wages: Evidence From Hospitals,” American
Economic Review, 2020.



Chart 11: How Easy Is It to Ask for Raise?
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Chart 12: Did Employer Raise Your Pay?
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graphic group (see Charts 12 and 13). Once
again, there is a strong correlation between
the two as we saw at the industry level. Men,
younger workers, and the highly educated
have enjoyed the most ease and success in
asking for a raise. One surprise for which

we do not have a readily available answer is
that black essential workers reported signifi-
cantly higher rates of success and comfort
in asking for a raise than their white and
Hispanic peers.

Policy implications

Pay gaps across gender, race, and other
demographic cohorts should remain at the
forefront of policy discussions as ongoing
inequalities risk further disenfranchising par-
ticular groups of workers. The survey results
revealed stark differences across genders
in their willingness to engage in wage and
benefit bargaining. Notably, women are sig-
nificantly less likely than men to bargain with
their employers for better pay or benefits.
These differences contribute to pay gaps,
which are wrong from a fairness perspective
and are inefficient and unproductive from an
economic perspective.

To address these disparities, policymakers
can increase the transparency around expec-
tations regarding workers' ability to engage in
pay or benefit bargaining with their employ-
ers. Policies that allow workers from different
demographic groups to understand how and
when to bargain with their employers should
help to combat the differences in workers’
willingness to bargain with their employers.

The policy challenges associated with
decreases in workers' bargaining power pri-
marily relate to the issue of sluggish wage
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growth and the distribution of corporate
profits between companies and their workers.
Solutions to this problem may be divided into
those addressing the immediate needs and
risks brought on by the pandemic from those
dealing with long-term structural changes.

In the short run, policymakers have the
ability to increase workers’ willingness to en-
gage in wage bargaining by delivering a rapid
and robust economic recovery that increases
the demand for labor for the foreseeable
future. As evidenced in the survey results,
workers who experience a loss of pay become
less willing to ask for an increase in pay, likely
because of the decrease in job security that
they feel.

If policymakers achieve a strong recovery,
a greater share of workers will feel secure
enough in their jobs to bargain with their
employers for better pay and benefits. Policy
should address the challenges facing house-
holds' finances since they pose an immediate
obstacle to a robust recovery. While the
path of the recovery
ultimately depends
on the ability of the
country to limit the

The most direct policy approach for
Congress and the White House to address
these weaknesses in households’ finances is
through additional fiscal spending and stim-
ulus, as described in detail in the first paper
in this series. Given the acute need for critical
occupations such as frontline healthcare
workers combined with the financial pressure
faced by hospitals that have been forced to
restrict outpatient services, Congress may
need to provide emergency funding including
hazard pay to ensure continuity of care during
the pandemic.

As the recovery progresses, fiscal and
monetary policy needs to support the ex-
pansion for lower-income and less well-ed-
ucated workers, which likely means main-
taining accommodative policies for longer
periods of time so that these workers enjoy
the benefits of tight labor markets. In terms
of monetary policy, this recommendation
is consistent with the concept of letting the
economy “run hot,” so to speak.

Chart 13: How Easy Is It to Ask for Raise?
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In terms of longer-term solutions,
policymakers can play an important role
as a referee to ensure that competition
between workers and firms drives efficient
wages and compensation. With a wave of
business failures expected in the wake of
the COVID-19 crisis, increased industry
concentration is likely to increase firms’
wage-setting power. Policymakers and
regulators can combat the impact of the
pandemic on workers' bargaining power by
reassessing the impact of corporate merg-
ers and acquisitions on firms' wage-setting
power. While regulators typically focus on
the potential negative impact to consum-
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ers before approving a merger, greater
attention could be paid to the potential
labor market consequences.

Alternatively, the continuing decline in
workers' bargaining power may lead to in-
creases in union membership or the desire to
join a union. An increased role for unions and
collective bargaining may potentially coun-
terbalance decreases in workers' individual
bargaining power.

Education and economic policies also play
arole in improving workers' wage bargaining
power. Policymakers should enhance the
skills and training of the American workforce
so that a larger share of workers benefit from

BARGAINING POWER, COVID-19, AND THE ESSENTIAL ECONOMY

the increases in bargaining power exhibited
by higher-educated, higher-skilled workers.
Because of technological change and global-
ization, employers in the U.S. face increased
pressure to limit wage growth for low-skilled
American workers. While workers need to
adapt and be prepared to acquire new skills
throughout their careers, effective policy can
also help facilitate this process.

These issues related to workers' bargain-
ing power are complex, and no single policy
is likely to solve them. However, taken to-
gether, the policy priorities outlined in this
paper directly address trends and disparities
in workers' power.



About the Authors

John Leer is an economist for Morning Consult, leading the global data intelligence company’s economic research efforts. He is an authority on the effects of
consumer preferences and purchasing patterns on economic and business trends as well as labor market dynamics.

Prior to Morning Consult, Leer worked for Promontory Financial Group, offering strategic solutions to financial services firms on a range of matters including credit
risk modeling and management, corporate governance, and compliance risk management.

He earned his bachelor’s degree in economics and philosophy with honors from Georgetown University and his master’s degree in economics and management
studies (MEMS) from Humboldt University in Berlin. Leer's graduate research assessed the effects of fluctuations in housing prices and credit flows on the European
Commission's measure of the non-accelerating wage rate of unemployment (NAWRU). His analysis has been cited in The New York Times, The Wall Street Journal,
Reuters, The Washington Post and more.

Dante DeAntonio is a senior economist with Moody’s Analytics. Dante specializes in the U.S. labor market and regional economics. He conducts labor market
research on various topics in partnership with ADP Research Institute. Before joining Moody’s Analytics, he worked as an economist in the Current Employment
Statistics program at the Bureau of Labor Statistics. Dante is also an adjunct professor in the Economics and Finance Department at West Chester University of Penn-
sylvania. Previously, he was an adjunct in the Economics Department at Lehigh University. He holds a master’s degree and PhD in economics from Lehigh University
and a bachelor's degree in economics from Pennsylvania State University.

Bernard Yaros is an assistant director and economist at Moody's Analytics focused primarily on federal fiscal policy. He is responsible for maintaining the Moody's Analytics
forecast models for federal government fiscal conditions and the 2020 presidential election, as well as providing real-time economic analysis on fiscal policy developments
coming out of Capitol Hill. Besides fiscal policy, Bernard covers the District of Columbia and Puerto Rico and develops forecasts for Switzerland.

Bernard holds an MSc in international trade, finance and development from the Barcelona Graduate School of Economics and a BA in political economy from Williams College.

Ryan Sweet is a senior director at Moody's Analytics. Ryan contributes regularly to Economic View and is a member of the U.S. macroeconomics team in West Chester PA.
His areas of specialization include U.S. monetary policy and forecasting high-frequency economic indicators. He is among the most accurate high-frequency forecasters of
the U.S. economy, according to MarketWatch and Bloomberg LP. He is also an adjunct professor in the Economics and Finance Department at West Chester University of
Pennsylvania. He received his master’s degree in economics from the University of Delaware and his bachelor’s degree in economics from Washington College.

Cristian deRitis is a senior director and deputy chief economist at Moody's Analytics, where he leads a team of economic analysts and develops econometric models for

a wide variety of clients. His regular analysis and commentary on consumer credit, policy and the broader economy appear on the firm's Economic View web site and in
other publications. He is regularly quoted in publications such as The Wall Street Journal for his views on the economy and consumer credit markets. Currently he is spear-
heading efforts to develop alternative sources of data to measure economic activity more accurately than traditional sources of data.

Before joining Moody's Analytics, Cristian worked for Fannie Mae and taught at Johns Hopkins University. He received his PhD in economics from Johns Hopkins University
and is named on two U.S. patents for credit modeling techniques.

Mark Zandi is chief economist of Moody's Analytics, where he directs economic research. Moody's Analytics, a subsidiary of Moody's Corp., is a leading provider of eco-
nomic research, data and analytical tools. Dr. Zandi is a cofounder of Economy.com, which Moody's purchased in 2005.

Dr. Zandi is on the board of directors of MGIC, the nation's largest private mortgage insurance company, and is the lead director of Reinvestment Fund, one of the nation’s
largest community development financial institutions, which makes investments in underserved communities.

He is a trusted adviser to policymakers and an influential source of economic analysis for businesses, journalists and the public. Dr. Zandi frequently testifies before Congress
and conducts regular briefings on the economy for corporate boards, trade associations, and policymakers at all levels. He is often quoted in national and global publications
and interviewed by major news media outlets, and is a frequent guest on CNBC, NPR, Meet the Press, CNN, and various other national networks and news programs.

Dr. Zandi is the author of Paying the Price: Ending the Great Recession and Beginning a New American Century, which provides an assessment of the monetary and fiscal
policy response to the Great Recession. His other book, Financial Shock: A 3602 Look at the Subprime Mortgage Implosion, and How to Avoid the Next Financial Crisis, is
described by the New York Times as the “clearest guide” to the financial crisis.

Dr. Zandi earned his BS from the Wharton School at the University of Pennsylvania and his PhD at the University of Pennsylvania.

MOODY'S ANALYTICS BARGAINING POWER, COVID-19, AND THE ESSENTIAL ECONOMY 9



About Moody's Analytics

Moody's Analytics provides financial intelligence and analytical tools supporting our clients’ growth, efficiency
and risk management objectives. The combination of our unparalleled expertise in risk, expansive information
resources, and innovative application of technology helps today's business leaders confidently navigate an
evolving marketplace. We are recognized for our industry-leading solutions, comprising research, data, software
and professional services, assembled to deliver a seamless customer experience. Thousands of organizations
worldwide have made us their trusted partner because of our uncompromising commitment to quality, client
service, and integrity.

Concise and timely economic research by Moody's Analytics supports firms and policymakers in strategic planning, product
and sales forecasting, credit risk and sensitivity management, and investment research. Our economic research publications
provide in-depth analysis of the global economy, including the U.S. and all of its state and metropolitan areas, all European
countries and their subnational areas, Asia, and the Americas. We track and forecast economic growth and cover specialized
topics such as labor markets, housing, consumer spending and credit, output and income, mortgage activity, demographics,
central bank behavior, and prices. We also provide real-time monitoring of macroeconomic indicators and analysis on timely
topics such as monetary policy and sovereign risk. Our clients include multinational corporations, governments at all levels,
central banks, financial regulators, retailers, mutual funds, financial institutions, utilities, residential and commercial real
estate firms, insurance companies, and professional investors.

Moody’s Analytics added the economic forecasting firm Economy.com to its portfolio in 2005. This unit is based in West Chester
PA, a suburb of Philadelphia, with offices in London, Prague and Sydney. More information is available at www.economy.com.

Moody's Analytics is a subsidiary of Moody's Corporation (NYSE: MCO). Further information is available at
www.moodysanalytics.com.

DISCLAIMER: Moody’s Analytics, a unit of Moody'’s Corporation, provides economic analysis, credit risk data and insight,

as well as risk management solutions. Research authored by Moody's Analytics does not reflect the opinions of Moody's
Investors Service, the credit rating agency. To avoid confusion, please use the full company name “Moody's Analytics”, when
citing views from Moody'’s Analytics.

About Moody's Corporation

Moody's Analytics is a subsidiary of Moody's Corporation (NYSE: MCO). MCO reported revenue of $4.8 billion in 2019,
employs more than 11,000 people worldwide and maintains a presence in more than 40 countries. Further information
about Moody's Analytics is available at www.moodysanalytics.com.



© 2020 Moody's Corporation, Moody's Investors Service, Inc., Moody's Analytics, Inc. and/or their licensors and affiliates (collectively, “MOODY’S"). All
rights reserved.

CREDIT RATINGS ISSUED BY MOODY'S INVESTORS SERVICE, INC. AND ITS RATINGS AFFILIATES (“MIS") ARE MOODY'S CURRENT OPIN-
IONS OF THE RELATIVE FUTURE CREDIT RISK OF ENTITIES, CREDIT COMMITMENTS, OR DEBT OR DEBT-LIKE SECURITIES, AND MOODY'S
PUBLICATIONS MAY INCLUDE MOODY'S CURRENT OPINIONS OF THE RELATIVE FUTURE CREDIT RISK OF ENTITIES, CREDIT COMMIT-
MENTS, OR DEBT OR DEBT-LIKE SECURITIES. MOODY'S DEFINES CREDIT RISK AS THE RISK THAT AN ENTITY MAY NOT MEET ITS CONTRAC-
TUAL, FINANCIAL OBLIGATIONS AS THEY COME DUE AND ANY ESTIMATED FINANCIAL LOSS IN THE EVENT OF DEFAULT. CREDIT RATINGS
DO NOT ADDRESS ANY OTHER RISK, INCLUDING BUT NOT LIMITED TO: LIQUIDITY RISK, MARKET VALUE RISK, OR PRICE VOLATILITY.
CREDIT RATINGS AND MOODY'S OPINIONS INCLUDED IN MOODY'S PUBLICATIONS ARE NOT STATEMENTS OF CURRENT OR HISTORICAL
FACT. MOODY'’S PUBLICATIONS MAY ALSO INCLUDE QUANTITATIVE MODEL-BASED ESTIMATES OF CREDIT RISK AND RELATED OPINIONS
OR COMMENTARY PUBLISHED BY MOODY''S ANALYTICS, INC. CREDIT RATINGS AND MOODY'S PUBLICATIONS DO NOT CONSTITUTE OR
PROVIDE INVESTMENT OR FINANCIAL ADVICE, AND CREDIT RATINGS AND MOODY'S PUBLICATIONS ARE NOT AND DO NOT PROVIDE
RECOMMENDATIONS TO PURCHASE, SELL, OR HOLD PARTICULAR SECURITIES. NEITHER CREDIT RATINGS NOR MOODY'S PUBLICATIONS
COMMENT ON THE SUITABILITY OF AN INVESTMENT FOR ANY PARTICULAR INVESTOR. MOODY'S ISSUES ITS CREDIT RATINGS AND PUB-
LISHES MOODY'S PUBLICATIONS WITH THE EXPECTATION AND UNDERSTANDING THAT EACH INVESTOR WILL, WITH DUE CARE, MAKE
ITS OWN STUDY AND EVALUATION OF EACH SECURITY THAT IS UNDER CONSIDERATION FOR PURCHASE, HOLDING, OR SALE.

MOODY'S CREDIT RATINGS AND MOODY'S PUBLICATIONS ARE NOT INTENDED FOR USE BY RETAIL INVESTORS AND IT WOULD BE RECKLESS
AND INAPPROPRIATE FOR RETAIL INVESTORS TO USE MOODY'S CREDIT RATINGS OR MOODY'S PUBLICATIONS WHEN MAKING AN INVESTMENT
DECISION. IF IN DOUBT YOU SHOULD CONTACT YOUR FINANCIAL OR OTHER PROFESSIONAL ADVISER.

ALL INFORMATION CONTAINED HEREIN IS PROTECTED BY LAW, INCLUDING BUT NOT LIMITED TO, COPYRIGHT LAW, AND NONE OF SUCH IN-
FORMATION MAY BE COPIED OR OTHERWISE REPRODUCED, REPACKAGED, FURTHER TRANSMITTED, TRANSFERRED, DISSEMINATED, REDISTRIB-
UTED OR RESOLD, OR STORED FOR SUBSEQUENT USE FOR ANY SUCH PURPOSE, IN WHOLE OR IN PART, IN ANY FORM OR MANNER OR BY ANY
MEANS WHATSOEVER, BY ANY PERSON WITHOUT MOODY'S PRIOR WRITTEN CONSENT.

All information contained herein is obtained by MOODY'S from sources believed by it to be accurate and reliable. Because of the possibility of human
or mechanical error as well as other factors, however, all information contained herein is provided “AS IS" without warranty of any kind. MOODY'S
adopts all necessary measures so that the information it uses in assigning a credit rating is of sufficient quality and from sources MOODY'S considers to
be reliable including, when appropriate, independent third-party sources. However, MOODY'S is not an auditor and cannot in every instance indepen-
dently verify or validate information received in the rating process or in preparing the Moody's publications.

To the extent permitted by law, MOODY'S and its directors, officers, employees, agents, representatives, licensors and suppliers disclaim liability to any
person or entity for any indirect, special, consequential, or incidental losses or damages whatsoever arising from or in connection with the information
contained herein or the use of or inability to use any such information, even if MOODY'S or any of its directors, officers, employees, agents, representatives,
licensors or suppliers is advised in advance of the possibility of such losses or damages, including but not limited to: (a) any loss of present or prospective
profits or (b) any loss or damage arising where the relevant financial instrument is not the subject of a particular credit rating assigned by MOODY'S.

To the extent permitted by law, MOODY'S and its directors, officers, employees, agents, representatives, licensors and suppliers disclaim liability for
any direct or compensatory losses or damages caused to any person or entity, including but not limited to by any negligence (but excluding fraud, will-
ful misconduct or any other type of liability that, for the avoidance of doubt, by law cannot be excluded) on the part of, or any contingency within or
beyond the control of, MOODY'’S or any of its directors, officers, employees, agents, representatives, licensors or suppliers, arising from or in connection
with the information contained herein or the use of or inability to use any such information.

NO WARRANTY, EXPRESS OR IMPLIED, AS TO THE ACCURACY, TIMELINESS, COMPLETENESS, MERCHANTABILITY OR FITNESS FOR ANY PARTICULAR
PURPOSE OF ANY SUCH RATING OR OTHER OPINION OR INFORMATION IS GIVEN OR MADE BY MOODY'S IN ANY FORM OR MANNER
WHATSOEVER.

Moody's Investors Service, Inc., a wholly-owned credit rating agency subsidiary of Moody's Corporation (“MCO"), hereby discloses that most issuers

of debt securities (including corporate and municipal bonds, debentures, notes and commercial paper) and preferred stock rated by Moody's Investors
Service, Inc. have, prior to assignment of any rating, agreed to pay to Moody’s Investors Service, Inc. for appraisal and rating services rendered by it fees
ranging from $1,000 to approximately $2,700,000. MCO and MIS also maintain policies and procedures to address the independence of MIS’s ratings
and rating processes. Information regarding certain affiliations that may exist between directors of MCO and rated entities, and between entities who
hold ratings from MIS and have also publicly reported to the SEC an ownership interest in MCO of more than 5%, is posted annually at www.moodys.
com under the heading “Investor Relations — Corporate Governance — Director and Shareholder Affiliation Policy.”

Additional terms for Australia only: Any publication into Australia of this document is pursuant to the Australian Financial Services License of MOODY'S
affiliate, Moody's Investors Service Pty Limited ABN 61003 399 657AFSL 336969 and/or Moody's Analytics Australia Pty Ltd ABN 94 105 136 972
AFSL 383569 (as applicable). This document is intended to be provided only to “wholesale clients” within the meaning of section 761G of the Corpora-
tions Act 2001. By continuing to access this document from within Australia, you represent to MOODY'’S that you are, or are accessing the document
as a representative of, a “wholesale client” and that neither you nor the entity you represent will directly or indirectly disseminate this document or its
contents to “retail clients” within the meaning of section 761G of the Corporations Act 2001. MOODY'S credit rating is an opinion as to the creditwor-
thiness of a debt obligation of the issuer, not on the equity securities of the issuer or any form of security that is available to retail investors. It would

be reckless and inappropriate for retail investors to use MOODY'S credit ratings or publications when making an investment decision. If in doubt you
should contact your financial or other professional adviser.

Additional terms for Japan only: Moody's Japan K.K. (“MJKK") is a wholly-owned credit rating agency subsidiary of Moody's Group Japan G K., which is
wholly-owned by Moody's Overseas Holdings Inc., a wholly-owned subsidiary of MCO. Moody's SF Japan K.K. (“MSFJ") is a wholly-owned credit rating
agency subsidiary of MJKK. MSF] is not a Nationally Recognized Statistical Rating Organization (“NRSRO"). Therefore, credit ratings assigned by MSFJ
are Non-NRSRO Credit Ratings. Non-NRSRO Credit Ratings are assigned by an entity that is not a NRSRO and, consequently, the rated obligation will
not qualify for certain types of treatment under U.S. laws. MJKK and MSF] are credit rating agencies registered with the Japan Financial Services Agency
and their registration numbers are FSA Commissioner (Ratings) No. 2 and 3 respectively.

MJKK or MSF] (as applicable) hereby disclose that most issuers of debt securities (including corporate and municipal bonds, debentures, notes and
commercial paper) and preferred stock rated by MJKK or MSF] (as applicable) have, prior to assignment of any rating, agreed to pay to MJKK or MSF] (as
applicable) for appraisal and rating services rendered by it fees ranging from JPY125,000 to approximately JPY250,000,000.

MJKK and MSF] also maintain policies and procedures to address Japanese regulatory requirements.



