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C H A P T E R  O N E

A  F I N A N C I A L  W E L L N E S S 
G A P  —  A  L E N G T H Y  J O U R N E Y

There is an illness abiding within the United States that is 
affecting a significant percentage of both individuals and 
families, but it doesn’t have anything to do with physical 

health, per se. In terms of financial savings, Americans are sick and 
the data prove it. �e results of a December 2014 poll conduct-
ed by Bankrate were released on January 7, 2015, revealing that a 
staggering 62 percent of those responding did not have sufficient 
savings to cover large, unexpected expenses such as car repairs or 
emergency visits to the hospital.1 It stands to reason that if a ma-
jority of Americans don’t have enough savings accrued to cover 
unexpected life events, then they also do not have adequate savings 
set aside for retirement.

Americans have been declining in their savings efforts over 
the past several decades, but the financial crisis that occurred in 
2007–2008 compounded an already serious problem. �e tough 
economic environment has made it more difficult for working 
Americans to afford even basic necessities, let alone save for retire-
ment. Although around half of U.S. businesses are spending both 
money and time in efforts to address retirement savings issues with 
their employees, only a relative handful of those employees are tak-

1 Bell, Claes (2015). Budgets Can Crumble in Times of Trouble. Available from 
www.bankrate.com/finance/smart-spending/money-pulse-0115.aspx



5

ing advantage of the tools made available to them. �e Bankrate 
survey also found that only one-third of those between the ages of 
30 and 49 were making any effort to save for their retirement.

�ere are numerous reasons for such a dismal showing of retire-
ment savings in the American workforce today. Retirement savings 
are often hampered by a tough economy which makes it more diffi-
cult for Americans to save due to their constant struggle to pay bills 
and acquire basic necessities. A 2014 poll conducted by CBS News 
revealed that a majority of working Americans (70 percent) were 
making no effort at all to set aside savings for their golden years.2

�ose who do maintain retirement savings plans often take out 
loans against them. During difficult times, people have a tendency 
to spend any extra money on necessities due to uncertainty, and 
often dip into their retirement funds to pay for bills, emergencies, 
or desired material upgrades that are not as readily affordable. �e 
extent of the problem of employees borrowing against their futures 
is reflected through a 2014 survey conducted by TIAA-CREF, 
which revealed that 29 percent of those who maintain retirement 
savings plans borrow against them.3 �e most common reason, 
at 46 percent, for taking out loans against retirement savings was 
for the purpose of paying off debt. Emergencies placed second at 
35 percent, followed by 26 percent for renovating or purchasing a 
home, 24 percent to cover bills during job loss, 20 percent to help 
cover educational costs, and 15 percent to pay for some special 
event such as a vacation or wedding.

Another reason for such a poor showing for retirement savings 
lies in companies missing the mark when it comes to delivering 
effective communications concerning their 401(k) and other types 

2 Sherter, Alain (June 4, 2014). Most Americans Struggle to Save for Retirement. Available 
from www.cbsnews.com/news/most-americans-struggle-to-save-for-retirement/

3 TIAA-CREF Financial Services (2014). Nearly One-�ird of Americans Have 
Taken Out a Loan From �eir Retirement Plan Savings. Available from www.tiaa-
cref.org/public/about/press/about_us/releases/articles/pressrelease505.html
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of retirement savings plans. As much as these companies try to pro-
vide good information about how to invest for the future, studies 
show that employees are not actually hearing the message. �ey 
are not being reached in a way that is effective and meaningful and 
this will be explored in forthcoming chapters. We need to address 
the journey as much as the destination, and that means delivering 
more effective financial literacy tools to employees.

“Enrollment meetings can be more engaging and effec-
tive if employees bring personal documentation such 
as pay stubs, Social Security statements and old plan 
statements, a past or present GAP analysis, or anything 
to have a more meaningful discussion with advisors.” 

— Charlie Epstein

According to the June 2014 SSgA DC Investor Survey, 75 percent 
of employees attending retirement savings meetings are not being 
influenced to participate at acceptable levels.4 �at represents three 
quarters of the workforce that admit to not being adequately pre-
pared for retirement, which is quite alarming. �e majority of this 
number consists of people in their 40s or younger. �is “millennial” 
generation, as they are known, has a much different view about 
savings and retirement. Many people in this age group distrust 
the current job market and, unlike their Baby Boomer parents, 
they are having more difficulty saving for the future. �is 40 and 
younger group cannot connect with themselves at the age of 65 
because that distant person is a stranger in their minds. 

What is being missed in the current retirement savings conver-
sation is a connection with the emotional side of employees. �ey 

4 State Street Global Advisors (2014). Biannual DC Investor Survey. PDF file 
available from www.ssga.com/definedcontribution/us/docs/SSgA_Biannual_
DC_Investor_Survey_Report_June2014_�e_Participant06.pdf
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need to not only think about retirement at a future date that can be 
completely segregated from life today, but they need to also under-
stand today how savings, or the lack thereof, will affect their lives 
in the future. This is an extremely important human connection 
that is simply not being adequately addressed.

“People struggle with savings. There is a difference 
between financial literacy and saving money. We have 
to all remember that financial literacy does not auto-
matically translate into increased contributions. There 
are people who don’t want to save and there are people 
who can’t save. There is a huge difference between 
the two groups. There is a difference in how they think 
and view their financial realities and how they view 
retirement.”

— Charlie Epstein

“Traditional education programs are still leaving room 
for improvements as people are still not retiring with 
enough savings.” 

— Mike Montgomery

A NATION FLOUNDERING IN DEBT

Besides a decline in saving, Americans have been accumulating 
debt for many years, a trend which has seen a significant increase 
since the recent economic crisis. Worries over the lack of savings 
combined with massive debts have left many people floundering in 
a seemingly never-ending condition of stress and anxiety.

The effect that deep debt is having on retirement savings has been 
recently highlighted by an HSBC Bank survey. The financial indus-
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try giant began gathering data in 2005 from a global pool of over 
140,000 people, and released their findings on the future of retire-
ment in a document entitled A Balancing Act in 2015.5 Although 
the survey covered various countries, Americans were found to be 
some of the most ill-prepared when it came to retirement savings, 
with 76 percent of those in the workforce admitting that major 
life events have significantly impacted their savings efforts. Such 
events include unemployment, major illness, divorce, or the pur-
chase of a home.

One of the main conclusions of the survey was that the ability 
to save for retirement was being severely hampered by increasingly 
difficult economic times that are strapping incomes and increasing 
financial responsibilities. To compound the problem, debt is being 
acquired by those of a younger age, preventing them from tucking 
away savings for the future.

Of all the debt pressures evaluated, mortgage payoffs were the 
largest hindrance for Americans, at 57 percent compared to their 
international counterparts, 46 percent of whom were struggling. 
U.S. workers nearly doubled the international number who admit-
ted to not being adequately prepared due to a lack of knowledge 
and understanding of a proper savings process that would prepare 
them for retirement. �at figure stood at 41 percent who were un-
prepared in the U.S., compared to 29 percent of those polled in 
other countries.

�e main reasons for the HSBC poll participants not being ade-
quately prepared for retirement were twofold. First of all, workers 
do not begin developing and initiating savings plans early enough 
in life, which equates to them needing to set aside more as they 
age. Secondly, younger generations are accumulating much more 

5 HSBC Bank (2015). �e Future of Retirement Survey. A Balancing Act. Available from  
www.hsbc.com/~/media/hsbc-com/about-hsbc/structure-and-network/retirement/ 
global-reports/150119-en-global.pdf
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debt today, which is consuming more funds that would normally 
be available for saving. 

In my twenty-eight years working in the financial industry, I 
have heard too many times how an individual has looked back on 
their life and said, “I wish I had started saving earlier.” For example, 
on one occasion I was part of a meeting with a major benefits firm 
and in attendance were six of the staff from their wellness depart-
ment. I was telling them about what I was doing and the common 
reply was, “Gee, I wish I had learned more about this when I was 
in school.” These people were in their 20s and 30s, and this similar 
situation has occurred many times. What should be learned from 
this is that employees are wishing they had this information and 
are asking for it. 

Saving money is an extremely important part of the fabric of life 
and it is not being taught in schools or even by parents at home. 
Employers have a unique opportunity to fill that void by providing 
financial literacy programs that can benefit all levels of employees 
by addressing both their immediate and long-term financial issues. 
We will provide some of the tools necessary to address these issues 
later in the book.

“Just as Corporate America has, by necessity, accepted 
basic skills training responsibility, which otherwise 
should have been learned through the formal educa-
tional system, so must Corporate America accept more 
responsibility for basic financial literacy. We have both 
savings and spending problems in the U.S. that are 
contributing to retirement income inadequacy.” 

— Barry Kublin
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YOUTH CHAINED,  NOT LIBER ATED,  BY 
STUDENT LOAN DEBT

Since the foundation of the country, American society has been 
preaching the message of its youth needing to get a good education 
in order to obtain good jobs, enjoy the American dream, and retire 
happily in the golden years. Acquiring a good education, as the 
message is implied by society, would ensure that educated youth 
would be liberated from the chains of poverty and ignorance and 
enjoy their years of retirement. As the youth seek to achieve those 
goals set out by society, they find that student loan debt has in-
creasingly become a burden and an impediment to saving efforts 
as tuition fees and educational costs climb. 

How bad is the problem today? �e degree of college debt varies 
between students but, according to a study dubbed �e Project on 
Student Debt conducted by the Institute for College Access and 
Success, students will on average possess a debt of $26,600 upon 
graduation.6 One percent of the graduating populace will acquire 
over $100,000 in debt and one out of ten will be strapped with 
$40,000 or more student loan debt.

�ose figures may not appear to be too alarming, but the total 
amount of accumulated student loan debt has hit an all-time re-
cord that surpasses $1.2 trillion, with federal sources holding the 
bulk.7 Such situations can produce a “damned if I do, damned 
if I don’t” scenario since people tend to turn to higher education 
in hard times in order to gain an advantage, yet they are less able 
to make payments on large loans. Upon graduation, people under 
these circumstances are often confined to low-paying jobs and the 
financial stress can significantly affect their performance.

6 �e Project on Student Debt (2013). Available from www.projectonstudentdebt.org

7 Consumer Financial Protection Bureau (July 17, 2013). Student Debt Swells, 
Federal Loans Now Top a Trillion. Available from www.consumerfinance.gov/
newsroom/student-debt-swells-federal-loans-now-top-a-trillion/
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�e financial burden of college loans, in addition to the addi-
tional financial responsibilities of paying rent or making house 
payments, utilities, car loans, and purchasing clothing, food, and 
other necessities, can carry on for years. Inadequately paying jobs, 
combined with a lack of financial literacy to smartly address fi-
nancial challenges, cause debts to pile up, slowly adding to the 
pressures that affect workers well into their 30s and beyond. As 
pressures mount, the focus of workers turns toward their personal 
financial issues and away from job performance.

THE EFFEC TS OF FINANCIAL STRESS ON 
COMPANY REVENUE

Companies have a vested interest in finding cost-effective meth-
ods for helping their employees save efficiently. �e effects that 
financially worried workers have on overall business revenue can 
be quite severe. Although employees are obligated to show up at 
work and perform their jobs to the best of their ability, they do 
not simply drop their personal financial troubles at the door when 
they leave home. Instead, worry and stress accompany them to the 
workplace and negatively affect their performance. 

According to a PricewaterhouseCoopers 2014 survey on em-
ployee financial wellness, 24 percent of American workers say they 
experience distractions at their jobs due to personal financial issues.
Stress over finances at the workplace by the younger millennial 
generation, those born beginning in the early 1980s through the 
early 2000s, was found to be at 60 percent.8 �at is a significant 
amount of the prime workforce experiencing distracting financial 
issues. It has also been shown that high-earning individuals, those 

8 PricewaterhouseCoopers LLP (April 2014). Employee Financial Wellness Survey.  
Available from www.pwc.com/us/en/private-company-services/publications/ 
financial-well-being-retirement-survey.jhtml
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making at or above $100,000, also experience financial stress, 
busting the myth that such problems are only experienced by 
low-income, unskilled workers. 

Employees that are distracted by financial pressures end up cost-
ing companies in several ways. Heightened levels of stress impact 
employee morale, preventing them from producing at maximum 
efficiency. Medical expenses and time off for injuries or illnesses 
directly associated with financial stress are other major contribu-
tors to a reduced company bottom line, as are the various costly 
programs often needed to address the troubling financial issues of 
employees. Worker absenteeism due to financial problems is anoth-
er costly issue with which companies have to deal. Approximately 
one out of five workers have reported that they have left the job 
early or missed work altogether as a result of needing to attend to 
personal financial problems.9 According to a survey conducted by 
Glassdoor and Red Bull, nearly half (48 percent) of U.S. employees 
admit to being overly fatigued, which causes distractions and mis-
takes during working hours.10

�e effects of financial stress aren’t limited to the ranks of hour-
ly workers either. �ose employees with monetary problems that 
are affecting their jobs must be dealt with by managers, both on 
the floor and in human resources offices, 22 percent of which re-
port that the personal financial concerns of their employees have 
a significant impact on production.11 In spite of efforts made by 
around 50 percent of companies to provide retirement savings as-
sistance and educational programs, a meager 6 percent of employ-

9 MetLife, Inc (2012). 10th Annual Study of Employee Benefits Trends: Seeing Opportunity 
in Shifting Tides. Available from www.winonaagency.com/img/~www.winonaagency.
com/10th%20annual%20met%20life%20study%20of%20ee%20benefits%20trends.pdf

10 Moore, Rebecca (January 20, 2015). Fatigue Is a Major Work Distraction. Available 
from www.plansponsor.com/Fatigue_Is_a_Major_Work_Distraction.aspx

11 Society for Human Resource Management (2012). Financial Education Initiatives 
in the Workplace. Available from www.shrm.org/Research/SurveyFindings/
Articles/Documents/Financial_Education_Flier_FINAL.PDF



1 3

ees polled by Gallup said that they felt that their companies were 
providing sufficient help for effectively managing finances.12 �e 
trend is moving toward Americans experiencing a growing lack 
of confidence that they will be adequately prepared for retirement 
financially, adding to overall stress levels while at work.

RETIREMENT IS  A JOURNEY FOR BOTH 
RETIREES AND COMPANIES

�e problems that financial pressures have on employee produc-
tion and performance don’t just affect operations in the here and 
now. Such problems loom ominously into the future. Life expec-
tancy over the course of the twentieth century has skyrocketed 
across the U.S. �e average life expectancy of citizens in 1902 was 
a mere 45, but significantly jumped to 72.1 in males and 78.2 for 
females as of 2011.13 On the other side of the coin, birthrates are 
declining, which is placing a growing amount of strain on compa-
ny and governmental support systems. 

Both of these factors —the increase in life span of the overall 
population and the decrease in the numbers of younger genera-
tions required to support them—could cause various problems in 
the future. �e view that people have of retirement is also drasti-
cally changing, moving from one of traditional, set times in life 
where work ceases and retirement begins to one of retiring beyond 
the traditional retirement age, if at all. 

Upcoming problems with retirees have been made evident in the 
results of various studies. According to the June 2014 SSgA DC 
Investor Survey mentioned earlier, 50 percent of the overall partic-
ipants said that they planned to work during retirement and 34 

12 Robison, Jennifer (June 9, 2010). �e Business Case for Wellbeing. Gallup Business Journal. 
Available from www.gallup.com/businessjournal/139373/business-case-wellbeing.aspx

13 Information Please. Life Expectancy by Age, 1850–2011. Available from 
www.infoplease.com/ipa/A0005140.html
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percent acknowledged that they were planning on working after 
retirement age as a necessary requirement for meeting financial 
and living obligations. The findings of the study also found that 
participants appeared to be unsure of their financial responsibilities 
and how to properly balance them. This confusion could adversely 
impact their ability to successfully set and achieve financial goals.

These findings strengthen the fact that large numbers of the 
American population do not clearly understand how to set or man-
age their financial situations, even though they are being given a 
long list of financial retirement tools to utilize. Employee stress 
over financial problems, and company expenditures associated 
with dealing with and treating those problems, will not subside 
until the source of the problem is addressed. This is more an issue 
with educating employees on how to change their thinking and 
their understanding of financial responsibility from a mindset of 
simply sticking savings away for the future. 

It is evident that time needs to be spent on addressing finan-
cial stresses that distract employees and direct valuable efforts and 
resources away from more important company growth concerns. 
Once we provide the financial education and tools that empower 
employees to gain leverage on their personal finances, thereby re-
ducing financial stress, they will in turn become more productive, 
helping the company to achieve its respective goals.

NOT FOR A L ACK OF FINANCIAL SAVINGS 
TOOLS

In a society of instant gratification, it can be extremely difficult 
to both comprehend and apply long-term financial strategies for 
acquiring adequate and comfortable retirement savings. This is in 
spite of the fact that numerous savings and investment tools have 
been created with that purpose in mind. These savings tools are 
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provided through various programs in many companies. 
However, the focus of retirement savings programs has been 

on increasing participant knowledge of how IRAs, mutual funds, 
and the various other investment options work. The data from 
numerous studies seem to suggest that there is a disconnect within 
the majority of American workers between knowledge of how in-
vestment vehicles operate and the understanding of what actions 
employees actually need to take in order to change habits, save 
money, and prepare for their retirement.

“A prudent plan sponsor cares not only about the results 
but the process. They need to pay closer attention to 
what is going on with the plan and their employees 
and give them the tools they need to help them help 
themselves. Employers need to realize that disengaged 
employees are the biggest obstacle to plan success.”

— Mike Montgomery

Again, this knowledge deficit is not due to a lack of financial 
tools. Long-term and retirement savings have been high priorities 
on the financial radar for quite some time in the United States, 
and a plethora of options have been created to assist employees 
with saving for the future. This situation is comparable to an auto 
mechanic operating in a fully stocked repair shop, but lacking the 
knowledge of how to properly and effectively utilize those tools 
to achieve desired objectives. In the case of retirement, the tool-
box is quite full. And in this example, it isn’t even the knowledge 
of utilizing the tools that is necessarily the blocking factor, but 
an inadequate ability to understand how the entire repair process 
works, which also requires knowledge and understanding of the 
basic process. Even if the knowledge exists of how to correctly use 
the tools, efforts at solving the problem are still thwarted if the 
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understanding is lacking of how the overall process works.
So why are poll and study numbers concerning retirement pre-

paredness so low? Since a variety of savings vehicles are available, 
there appears to be a problem with the methods in which such 
plans are delivered and presented. 

According to a State Street Global Advisors (SSgA) study con-
ducted in 2012, only 9 percent of participants responded that they 
had an advanced knowledge when it came to planning for their 
financial futures. This extremely low number, which is being con-
firmed by various reputable studies, reveals that the problem with 
low retirement preparation appears to be due to a lack of education 
when dealing with savings vehicles, instead of a lack of tools. 

Traditionally, programs deliver communications that only pro-
vide a one-way approach to retirement savings. Such programs 
illustrate to employees that they should save a certain amount now 
in order to have sufficient funds to retire later. However, the content 
provided to employees requires that they have an ever-increasing 
knowledge of how investment funds and other investment options 
work. Even with more sophisticated technological delivery meth-
ods and more user-friendly tools by which to explain and assist 
with these plans, the number of employees saving for retirement is 
dropping, not improving.

What is missing is the important aspect of making a solid con-
nection with the workers so that they can better understand how to 
deal with their immediate financial needs and, concurrently, under-
stand the need to invest for the future. Without clear and targeted 
communication on meeting immediate financial needs, people are 
disconnected from the savings process and fail to meet any sort of 
projected retirement savings targets. If workers feel bogged down 
in their present financial problems and are being offered solutions 
to their immediate financial needs, then they tend to postpone any 
attempts at saving for the future in lieu of surviving their current 
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financial conditions.
In 2014, I wrote an article for Insights magazine, published by the 

Plan Sponsor Council of America (PSCA). I highlighted a study au-
thored by Cathy Smith, the Global Director of the Allianz Center 
for Behavioral Finance, which brought a better understanding of 
the problem experienced by younger workers and why their savings 
rates are so low. The study detailed how those in their 30s and 40s 
are not able to connect with themselves in the future. In other 
words, the average 30-year-old has a problem saving for someone 
thirty-five years in the future, even if that person is him- or herself. 
They tend to ask, “Why should I give up money today for someone 
that I do not know in the future.”

Building a satisfactory retirement nest egg takes time, consisten-
cy, and patience, which are areas that seem to be stumbling blocks 
for the majority of American workers. The failure at prompting 
Americans to save for retirement has not been due to insufficiency 
in providing effective tools, but an inadequacy in making people 
aware of the underlying reasons for their poor savings habits. The 

“go and save” approach must be altered to better educate employees 
on how to effectively change saving habits as well as how their 
savings vehicles produce retirement fund results.

The focus should, therefore, shift to identifying causes for not 
saving sufficiently, and then implementing effective strategies to 
correct those faults. This requires an ongoing educational program 
that demonstrates how preparation for retirement is a journey and 
not simply a destination that people will magically arrive at one 
day. The day of retirement will definitely come, but if that time has 
not been considered a part of daily life then the funds for enjoy-
ing the golden years will undoubtedly be inadequate, turning what 
should be a joyous and relaxing time into a constant and harsh 
struggle for survival.

Financial literacy needs to take top priority in the lives of working 
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Americans and the best classrooms to meet that goal are within the 
companies that both provide worker salaries and the knowledge 
of the vehicles that will help carry them to a satisfying retirement. 
People do not usually change just because they are told to change. 
However, when people struggling with financial problems are 
presented with real, life-changing education and are supported 
through aggressive employer sponsorship, they tend to accept their 
plight and commit to both learning new, insightful lessons and 
changing poor habits into those that bring about progress.

The communications that have been offered by the retirement 
industry have not worked because they have been based on future 
investment and retirement. This disconnect in communication be-
tween the retirement industry/employer and the employee must be 
addressed. What is needed is to reach employees where they are 
by talking about solutions for current financial problems. If we 
provide them the tools to boost their financial literacy and make 
better informed financial decisions along the journey, then imme-
diate stress is alleviated. This allows them to better understand how 
to save more for the future by utilizing available vehicles as well as 
to provide more income flow to place within them. 

It is, therefore, a wise business decision to put that money and 
effort into changing the methods by which retirement savings pro-
grams are presented, and to help employees discover and change 
the way they think about saving for retirement. This approach will 
help to effectively alleviate the financial problems of employees, 
which will reduce stress at both the home and work fronts. This 
will, in turn, improve productivity and boost company bottom 
lines both in the short- and long-term.



1 9

CHARLIE  EPSTEIN INTERVIEW

Plan sponsors are too burdened with governmental and social 
challenges instead of focusing on what they should be. Advisors 
find themselves challenged in the business because their fees are 
in question. How can they make a living moving forward with 
billions of dollars in plan assets to manage, and help employees 
save new monies into plans with zero-based fees? Their incentive 
to help is compromised by the current mindset of the plan sponsor.

Enrollment meetings can be more engaging and effective if 
employees bring personal documentation such as pay stubs, Social 
Security statements and old plan statements, a past or present GAP 
analysis, or anything to have a more meaningful discussion with 
advisors. 

Do you believe the industry has failed, or is it that people can’t 
afford or don’t want to save more money?

People struggle with savings. There is a difference between fi-
nancial literacy and saving money. We have to all remember that 
financial literacy does not automatically translate into increased 
contributions. There are people who don’t want to save and there 
are people who can’t save. There is a huge difference between the 
two groups. There is a difference in how they think and view their 
financial realities and how they view retirement.

Each participant must ask themselves one single question as they 
enter into an enrollment meeting… Am I serious about saving for 
my future or not? They own their future visions of themselves.

Our desire to communicate to everyone is a false hope. However, 
we can provide financial education for those who can’t save and 
won’t do it at the full amount and maybe we can help decrease their 
financial stresses now and show them how to save a little.
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The 401(k) industry cannot touch and educate everyone. It is 
impossible to do this. We can reach the most when we can teach 
them about savings where they are NOW in their lives, instead 
of waiting until they retire. We need to do a better job at helping 
them through their journey — help them along the way. The “k” 
plan was never meant to be “America’s Saving Plan” with education 
on investments. The lack of retirement savings or financial literacy 
is not a governmental or industry issue. We have a responsibility 
to ourselves. When we realize that, we will finally be ready and 
willing to take action. 

Education has to take a different focus and the advisor has to be 
comfortable with a pivot, and change the conversation.

Participant success is the major focus of the industry. Everyone 
is racing to have the most robust platforms to make each provider 
appear a bit different from the next, but in the end they are similar. 
The funds are similar, the brand promises are similar, and all the 
fees are compressed and disclosed. The power is in the hands of the 
participants and it is not an easy decision for them.

In regards to the advisors you work with — what are they 
seeing as the main barriers to financial wellness and literacy?

First of all, the advisor has to make a living moving forward and 
the fee compression has made their value promise even more im-
portant to the plans they serve. This is true for all advisors whether 
they are a major player in the industry or starting out. They are all 
business owners in their own right. How do I build my practice 
and deliver my best service model to my clients? This is the ques-
tion they ask themselves each day.

Advisors need to listen to the concerns of the participants and 
help them solve their problems. It is that simple. An enrollment 
conversation cannot be a “one and done” discussion. It is an ongo-
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ing conversation. Group meetings should offer the opportunity for 
one-to-one meetings with an advisor in order to give participants 
the opportunity to privately discuss their financial stresses and 
work with the advisor to solve them. Many advisors who have done 
this have commented to me how the participant often thanks them 
for listening to them and helping them save more for their future.

It can take years for participants to open up to advisors. It takes 
more than one meeting to get them into the plan. You have to be 
there for them when they are ready to meet with the advisor, and 
when they are ready to participate in the planning process and 
take individual ownership of their future. If they bring documents 
to the meeting such as previous plan statements, Social Security 
statements, etc., then they are ready to begin to map out a plan to 
help them achieve success.
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CHAPTER ONE SUMMARY

There has been a troubling issue plaguing the American work-
force — a lack of savings and retirement preparation. Not only 
are a large percentage of employees not prepared for retire-
ment (as high as 70 percent), but they do not have sufficient 
funds set aside to address emergencies or large, unexpected 
expenses that can happen along the way. 

Numerous studies have shown we are missing the mark if 
our goal is to create healthier employees, both financially and 
physically. 

Many of those who are making an effort to place money in 
plans such as 401(k)s are borrowing against them to meet 
pressing financial needs. This widespread practice also deletes 
retirement savings, leaving even more workers unprepared to 
live comfortably once retirement age is reached.

Student loans are a major contributor to an unbalanced debt-
to-income ratio that leaves many employees today unable to 
save adequately. Student loan debt has hit an all-time high, 
leaving those burdened by it extremely stressed.

Stress from personal financial problems affects a large percent-
age of employees who bring their worries to the workplace. A 
wealth of new information confirms that stress leads to higher 
expenses and lower bottom lines for companies due to low 
morale, poor performance, absenteeism, and higher health-
care costs. A longer life span and lower birth rate are placing 
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even more stress on businesses, which have to deal with the 
problems this creates well into the future. Companies that 
understand this and become proactive in changing their ap-
proach of delivering financial education, will have healthier 
employees and bottom lines.

Employees should understand that retirement is a journey 
and not simply a desired destination. Traditional savings 
programs, typically referred to as the “retirement ready” con-
versation, focus on a one-way approach that simply instructs 
employees to save now in order to retire later, and are not 
connecting with employees, according to numerous studies.

The conversation should therefore shift to implementing effec-
tive strategies that work to correct current faults in financial 
decisions and actions. As employees are taught how to make 
improvements in their financial situations along the way and 
are provided the tools and assistance to do so, they will be 
better able to make stronger strides toward retirement savings 
and become more productive at work. 




