


PART I: THE WARM UP
• Choose a start date. Look for a time when employ-

ees are optimistic, such as after a raise, during bonus 

season or in early summer. Make sure the date is at 

least three months away so you have enough time to 

prepare and inform stakeholders about the plan.  

• Set one savings goal. Keep it simple: Establish one 

goal and a clear end date. We recommend a 10% sav-

ings rate for 6 months. If that seems too aggressive, 

remember that employees can always opt out. At the 

very least, set a goal of increasing the savings rate by 

at least 2%.  

• Conduct a beta test. Recruit a team of employees to 

test the boot camp before it goes live. Based on their 

experiences, you may want to tweak the program or 

ask them to promote the program as advocates. 

• Launch a communications campaign. Communicate 

plans for the boot camp about two to four weeks in 

advance. Help employees understand what the in-

creased savings will mean for their retirement income. 

Be specific: For example, you might tell employees that 

increasing their savings by $208.33/month adds up to 

a $1,680 monthly increase in retirement income. 

• Rally support from the executive team. Make sure the 

executive team understands the goals of the program. 

Ask senior managers to affirm the importance of the 

boot camp during team meetings, in town halls or in 

personal emails with colleagues. 

Like any good fitness routine, a savings boot camp has three parts: a warm up, 

workout and cool down. If you’re ready to lead the routine, here’s how to do it. 

Want to jumpstart your employees’ financial fitness?  
Consider launching a company-wide savings boot 
camp, where employees are automatically enrolled at 
a higher retirement savings rate for a set period (e.g., 
10% for six months). 



PART II: THE WORKOUT
• Automatically enroll employees in the plan.  

To kick off the boot camp, automatically enroll  

employees at the savings rate you’ve chosen (e.g., 

10% for 6 months). Research shows that the vast 

majority of employees prefer auto enrollment over 

having to design a savings plan themselves.  

• Encourage a buddy system. Tell employees to team 

up with friends or family members with whom they 

share similar financial goals as they work to sustain 

increased savings levels. 

• Make it easy for employees. Provide a simple  

worksheet for employees that helps them develop 

their goals and financial plans. 

• Provide guidance on cost-cutting strategies. Give 

employees tips on how to cut their living expenses 

to increase their ability to save. Use this opportunity 

to also cross-promote other money-saving benefits 

that your company offers, such as company-match-

ing funds, corporate discounts, commuting-cost 

reimbursements, HSA and FSA programs, free  

counseling and wellness programs, etc. 

PART III: THE COOL DOWN
• Enable instant feedback. As the boot camp is  

winding down, invite employees to share their  

experiences via email, intranet, blog or social media.

• Seek personal stories. Ask employees to share 

stories about what they’ve learned and distribute 

them via the company intranet, newsletter or 401(k) 

statement. Consider using stories in future commu-

nications campaigns as well. (More than 80%1 of our 

survey respondents said this approach would help 

them save and invest for retirement.)

• Capture data. Ask your record keeper to tally how 

many employees participated and how much more 

they saved. 

• Consider launching an automatic escalation  
program. Communicate to employees that auto- 

escalation can help boost savings in the long run. 

Give employees small, simple steps so they don’t  

get overwhelmed by having to decide how much  

to contribute to their 401(k) each year.  

1 Source: SSGA Biannual DC Investor Survey, 

January 2012.
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Part I: The Warm Up
  Choose a start date when  

employees are likely to be  

optimistic.

  Set one simple and easy  

savings goal for employees.

  Conduct a beta test with a  

team of employees.

  Launch a communications  

campaign in advance.

  Rally support from the  

executive team, and make  

sure they understand the  

goals of the program.

Part II: The Workout
  Automatically enroll  

employees in the plan.

  Encourage a buddy  

system for sharing similar  

financial goals.

  Make it easy for employees  

to develop their own  

savings goals.

  Provide guidance on cost- 

cutting strategies.

Part III: The Cool Down
  Enable instant employee  

feedback as the boot camp 

winds down.

  Seek personal stories from  

boot camp participants.

  Capture data on employee  

participation and savings.

  Consider launching an  

automatic escalation program 

for employees. 

Your Bootcamp Checklist


