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Contents Introduction

This guide on financial wellbeing, is 
intended for supporters of the Being  
Well Together programme. It forms part 
of a broader set of definitive guides  
on everything from recruitment to pay 
and benefits.

The guide has been put together in 
partnership with the Financial Education 
specialists from Mercer Marsh Benefits 
Workplace Education Team. It will help 
you navigate through the steps you need 
to take, to achieve the best outcome for 
your organisation and your people from 
a health and wellbeing perspective. No 
matter what size of organisation, sector or 
location you are in, the guide will enable 
you to assess your current provision, 
understand any gaps and explore the 
most effective measures for you.

To get the most from this guide, it is 
recommended that you consider the 
contents in conjunction with the outputs 
from your Assessment Tool review, 
Employee Wellbeing Survey and other 
actions you are taking as part of the 
programme. If you have any questions or 
concerns, don’t hesitate to contact your 
Being Well Together Support Manager.

Mike Robinson
Chief Executive
British Safety Council

The Guide is published by the British Safety Council,  

70 Chancellors Road, London, W6 9RS, United Kingdom.  

To order further printed copies, please login to the  

Being Well Together website and order from there.

Contact us:
T +44 (0)208 600 1000
E support@beingwelltogether.org
Facebook @BeingWellTogetherBSC  
Twitter @well_together
LinkedIn @BeingWellTogether
www.beingwelltogether.org
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Get the most from 
your inclusive 
supporter benefi ts
Access tailored 
health, safety and 
HR expertise 24/7

Get the answer fast with Safety-inform 
Lite from Croner-i
Ideal for those looking to keep up to 
date with the latest news, issues and 
developments in the health and safety 
sector and a 24/7 helpline.
Login to your Being Well Together 
account to access

HR wellbeing resources
Unlimited access to resources designed 
to support HR managers in implementing 
the HR aspects of a wellbeing programme, 
including advice and guidance, HR strategy, 
HR management, and over 50 model HR 
policies on the key subject ma� ers that 
impact wellbeing, including a 24/7 helpline.

Upgrade to include Croner-i Safety-
inform at an exclusive 50% discount. 
Talk to your Support Manager for 
further details 1Employer Guide



Background

A nxiety about money is a key driver 
of workplace wellbeing. Financial 
concerns affect employees’ 

mental and physical health and stress 
caused by worrying about making ends 
meet affect workplace performance. 
Employers have a very clear duty to 
ensure that they pay workers properly. 
Good employers will reward workers and 
put in place employee benefits.  

The Reality There are aspects of your employees’ lives which have an 
impact on their job performance, yet have nothing to do with 
any role you are asking them to perform. Their health, personal 
relationships, childcare commitments and of course, their 
finances, are obvious examples.

The Impact When someone is not financially fit, this can have an impact 
on their broader physical, mental and social wellbeing. We 
don’t know exactly what the reaction will be for each individual. 
Different people will react in different ways to different problems, 
but any financial stress is inevitably dealt with or it can grow.

The Reaction Human beings either let stress build up or seek a fight or flight 
solution.  Whatever action your financially stressed employees 
take, there are inevitably choices you as an employer would 
support and other choices you certainly wouldn’t. Think of the 
employee contemplating fiddling their expenses or moving to a 
competitor for a small salary increase.

Money worries are prevalent in the 
workplace and research from CIPD in 
2017 revealed that one in four workers 
report that money worries have affected 
their ability to do their job. Most workers 
struggle to manage their finances as 
well as they would like, and two fifths say 
money worries have caused them stress. 
People can struggle to manage their 
finances at any time, but these anxieties 
will be made worse when the economic 
environment is more challenging. Indeed, 
in the aftermath of the 2008 financial 
crisis therapists began talking about a 
new “money anxiety disorder” or MAD.

But employers also have a responsibility to 
support workers who come into personal 
financial problems. Money may make the 
world go round, worrying about it can do 
long-term damage to employee wellbeing.

Every business needs to understand  
the potential impact that positive or 
negative financial wellbeing has on  
their workforce. Consider:

As well as affecting individual 
performance, concerns about money 
are bad for an organisation’s bottom 
line. A recent study shows that 47% of 
employees dealing with financial stress 
either miss work occasionally or report 
that they are less productive. The cost to 
the UK economy is estimated at over £120 
billion and 17.5 million hours of work a year 
are lost because of financial stress.
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What is financial wellbeing?

Financial wellbeing is defined by the 
Money Advisory Service (MAS) as “making 
the most of an adequate income to enjoy 
a reasonable quality of life and having the 
skills and capabilities to manage money 
well, both on a daily basis and for the future.”

Control
Not 

overspending. 
Debt and 

expenses are 
manageable, 

payday to 
payday.

Capacity
Financial 

surprises, which 
inevitably come 
along, can be 

covered.

The extent to which your employees 
can or cannot tick these four ‘boxes’ will 
determine whether they are financially “fit”. 

A combination of characteristics make 
a person financial capable, their ability 
and their mindset. External factors will 
be the extent to which someone can 
access information that will then inform 
the decisions they make. The level to 
which their financial capability impacts 
their wellbeing can be split into objective 
and subjective aspects. For example, 
objectively a key factor is whether 
someone has enough money coming in 
each month to cover monthly outgoings. 
Objective measures relate to income 
and spending, money in and money out. 
Subjective factors will vary from person to 
person and will relate to their experience 
of money and their relative anxiety. For 
example, some people will be anxious 
that they are not saving enough money 
every month, while others will be content 
so long as they are covering costs.

A useful way of illustrating this is to use 
the 4 “Pillars” of Financial Wellbeing: 
Control; Capacity; Freedom; and Future.

The sad truth is that, largely, human beings 
are not built to be naturally good with 
money. A constellation of cognitive biases 
and shortcuts that aid in immediate survival 
are considerably less effective, and even 
“harmful” when it comes to our finances.

Traditionally employers focused their 
resources on ensuring workers were 
paid enough to live on and that additional 
employee benefits helped to subsidise 
workers. This could include everything 
from a decent pension scheme or 
providing a free or subsidised crèche, 
to a canteen in the office and Christmas 
bonuses. Over time some employee 
benefits have diminished as they have 
become taxable perks. Increasingly good 
employers take responsibility for financial 
wellbeing by providing additional services 
that signpost good financial management 
and help employees to make sensible 
decisions about their money. However, 
looser employment models such as 
zero-hours contracts and other elements 
of the gig economy mean many workers 
have limited employee benefits.

Freedom
Living beyond 
just existing, 
with freedom  

to plan for  
the future.

Future
Future plans 

are achievable, 
and there is 

clear progress 
towards the  
end goals.
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Low financial wellbeing has a negative 
impact on employees’ health and can 
lead to poor performance, bad decision 
making, presenteeism, absenteeism and 
lower productivity. 8% of the workforce 
have taken time off work because of 
financial stress and financial incapability 
which is linked to stress and depression. 
40% of employees say that money 
worries have caused them stress in the 
last 12 months. 59% of employees say 
that money worries are affecting their 
work and nearly a fifth (19%) suffer sleep 
loss because of money worries.

Employers who take action to support 
financial wellbeing in their workers 
often do so for ethical reasons, but they 
also find that it improves employee 
engagement. Financially secure workers 
will have improved wellbeing, improving 
their productivity and reducing illness 
and other causes of absence. And most 
workers are keen for financial support, 
seeing it as helpful rather than as 
interfering. Some employers worry that 
offering financial advice to their staff 
could leave them open to legal action,  
but most of the help that employers  
can give does not carry a legal liability.

The starting point is to recognise that all 
your employees will be at different points 
on a similar journey. It is also important to 
appreciate that the picture doesn’t remain 
static. Certain events in their lives will have 
a financial impact on them and some will 
inevitably have a wider impact on their 
lives or the career path that they follow. 
Aside from changes in our personal lives, 
there are wider cultural, economic and 
political changes that can also impact on 
your employees’ sense of control and their 
broad financial wellbeing.

According to the Money Advice Service, 
89% of 18-24 are worse than average 
at managing money. The increasing 
costs of university education and the 
rising number of graduates over the last 
two decades means many more young 
people start working life in debt, and 
with an acceptance of debt as a normal 
financial situation.

Employers are in a unique position to 
influence and intervene when it comes to 
the financial wellness of their workforce. 
The benefits offered, as well as how those 
benefits are selected and communicated, 
have a direct impact on the levels and 
nature of financial stress.

The unpredictability of employees 
dictates that improving financial  
wellbeing can meet any or all of the 
classic and contemporary employer 
motivators; from reward, retention, and 
return on benefit spend, to reducing 
presenteeism, increasing engagement 
and retirement adequacy.

People aged 20-40 experience debt, 
higher costs of housing, childcare and 
increased costs of living generally. Many 
do not start saving for retirement early 
enough or save enough. For older people 
finding work can be harder, and they need 
to navigate through the maze of a lack of 
a default retirement age, flexible working 
possibilities, the temptation of pension 
freedom and ultimately how to achieve a 
retirement they will enjoy.

To be clear, financial wellbeing is not 
limited to one age group, sector or 
department; whether someone is 
planning for retirement, just starting 
out, or a member of the board, financial 
wellbeing applies at all levels. The benefits 
you offer should reflect the needs of all 
of your employees at all of these levels 
because different demographics will 
be attracted to different benefits. There 
are three key principles to reference, 
concerning how the benefits you offer 
can impact wellbeing levels.

Why should financial wellbeing  
matter to your organisation?

How can employers help?

Financially secure 
workers will 
have improved 
wellbeing

“
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The flexibility to choose benefit types and levels directly enhances the 
relevance of those benefits.

The effective management of employee wellbeing, be that financial or otherwise, 
involves striking the right balance between mitigating risks and direct benefit spend.

Education can provide the link between a personal need and the benefit  
that can satisfy that need.

What degree of flexibility do your employees have when choosing benefits? Benefits will 
be more valued if your employees can select which benefits they received and at what 
level; they can assess or be educated on the needs which apply to them and then choose 
what they perceived to be most relevant.

Benefits for managing wellbeing can typically be categorised as:

Protection – Put adequate policies 
in place to support your staff which 
absorb financial shocks.
E.g. Income protection is there to 
remove the stress from what would 
otherwise be a stressful situation, 
in this case being off work through 
illness or injury and not being paid.

Intervention – Take prompt action 
to prevent problems affecting 
employees and your business.
E.g. An employee Assistance 
Programme looks to directly tackle 
the symptoms of stress head on.

Prevention – Identify potential 
problems and take action to stop 
issues arising.
E.g. A Money Management 
workshop. There is also a third type 
of benefit, like education that looks to 
prevent stress, or additional stress, 
from occurring in the first place.

Finding the right balance
By changing your approach from the security of protection to prevention and investing in 
educating and engaging your employees, you can increase your risk management whilst 
reducing your direct and indirect costs. Achieving the right balance can help to ensure 
a healthier, happier and more productive workforce. When considering the benefits you 
offer, can you categorise the purpose of the benefits offered and identify a balance.

It’s essential to consider whether the benefits you offer meet the needs of your 
employees, but also whether the information and education attached to that benefit clearly 
demonstrates a gap which has been filled. Education can also be a benefit in its own right.

How can employers help?

1 3

2

Education about a benefit
It is not enough for an employee to 
know they have, for example, four 
times their salary as a Death in Service 
benefit. The meaningful question for 
an employee is “How much would 
my loved ones need if I died?” The 
extent to which the Death in Service 
sum meets that need can now be 
established and any gap identified, 
but this perspective might only be 
uncovered through education.

Education as a benefit
An employee with £20,000 of debt on 
credit cards takes the rational step of 
re-scheduling that debt into a loan. 
A Money Management Course they 
attend at work suggests it would be 
wise to cancel their credit cards, as 
well as address the budgeting issues 
which got them into debt. Without 
that guidance, before too long, the 
debt could be doubled and the level of 
stress is compounded.

With the benefits you offer, do you provide factual information regarding the benefit itself, 
or do you provide context for the need which that benefit looks to meet?

Protection
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Employers can best help workers by 
paying them fairly and by ensuring 
that their benefits are generous and 
appropriate. However, by providing 
clear signposting they can also support 
workers to take prudent financial 
decisions. The best employers will have 
a clear strategy for supporting financial 
wellbeing in the workplace and will take 
the time to understand the needs of 
their workforce. As well as providing 
support, HR and other managers need to 
proactively engage staff on the initiatives 
in place and measure their impact. Tone 
is also important, anyone can suffer from 
bad financial wellbeing and employers 
should ensure they don’t stigmatise offers 
of support and guidance.

As well as providing financial education, 
a good financial wellbeing strategy 
will consider measures that will have a 
positive impact. Again, some will be in the 
form of direct benefits such as childcare 
vouchers or, as in many retailers, an 
employee discount scheme. Other 
measures may have financial and health 
impacts, such as a bike loan scheme 
enabling an employee to borrow money 
interest free to buy a bike.

Case studies

In January 2016, London City Airport 
rolled-out an app for employees that 
helps them manage their money and 
save directly from their pay. Within a 
month 15% of employees had signed 
up. In 2019, they reviewed the financial 
wellbeing strategy with benefits designed 
to address four aspects: debt, financial 
education, savings and loans. There is 
a debt consolidation scheme, financial 
education workshops and a loan scheme 
to support workers who need money 
ahead of payday.

Curtins is a professional services firm  
that provides civil and structural 
engineering and consultancy advice. It 
regularly reviews and updates the financial 
wellbeing benefits offered to staff and 
has embedded this into its values and 
culture. As well as a generous pension, it 
offers income protection, employee share 
ownership, a flexible benefits scheme 
including holiday purchase, car parking 
and commuter clubs.  

There is regular communication with 
staff on the company intranet and staff 
are formally inducted through all the 
benefits. Regular email communication is 
supplemented by pension roadshows in 
each of Curtins’ offices.

Kingfisher, a major construction firm, 
has created a game to download onto 
a smartphone – ‘Bolt’. The object of the 
game is much like saving for your future 
in real life, so it should help remind players 
of the sorts of things they need to do to 
plan ahead. It includes a ‘Find out more’ 
section with guides showing you different 
ways to plan ahead, from simple pension 
information to finding out about the 
benefits of joining a company scheme.
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How we can help

In partnership with MMB Workplace 
Education, the British Safety Council has 
made available to you a constellation of 
financial education support services. 
From general financial education on core 
topics like tax & NI, savings, pensions, 
debt management, and budgeting; to 
specialist subjects like redundancy, 
scams & fraud awareness, and whole-life 
retirement planning, the MMB Workplace 
Education team deliver impartial and 
expert practical education through 
channels that support your workforce, 
whatever the size, distribution and 
preferred learning method:

• Webinars
• Distance learning & virtual  

Classroom solutions
• E-learning
• Remote or face-to-face clinics
• Small group face-to-face workshops
• Large group face-to-face seminars.

Useful Self-Audit Questions 1

Understanding the specific 
“Need” trends for your workforce 
Having considered the general picture in 
the UK, what are the needs and concerns 
prevalent in your particular workplace? 
You can use a variety of direct and 
indirect methods to establish needs, both 
in terms of the actual financial wellbeing 

issues which exist and the type of support 
which might help meet those needs. The 
same methods can also offer insight to 
ensure the benefits you offer are relevant 
and appreciated. This might involve some 
data analysis, asking direct questions and 
getting feedback from employees who 
have trialled solutions. Has your business 
looked at or considered looking at:

Absence Trends Focus Groups

What are the causes of absence?  
Do absences occur at particular  
times e.g. the week before pay day?

Have you used focus groups to  
examine particular issues related  
to financial wellness?

EAP feedback Pension contributions

Do you offer an Employee Assistance 
Programme and what do the trends  
for usage tell you?

How many opt-outs do you have?  
Do people take full advantage of 
contribution matching and save  
beyond the highest match?

Exit interviews Retirement trends

When people leave your business, what 
reasons do they give for moving on?

At what age do people typically retire? 
How and when do they access their 
pensions?

Staff surveys and employee forums Pilot courses

Do you have regular communication to 
better understand workforce concerns?

Have you tried running pilot education 
workshops or clinics to test workforce 
reaction to such support?
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Useful Self-Audit Questions 2

What benefits do you provide and how do you communicate  
these to your staff? 
Now consider the benefits you offer. Are they flexible benefits to the extent that 
employees can choose which benefits apply to them and at what level? Also, to what 
extent do you educate your workforce, using which media, on how these benefits  
can help them, set in the context of their immediate and longer-term financial needs?

Useful Self-Audit Questions 3

Consider your business calendar
Throughout your business year, there 
are likely to be a number of events 
which can have a financial impact on 
your employees. Consider when your 
salary review takes place. Do you offer 
a share save scheme? Do you offer 
flexible benefits with an open window 
in which to choose those benefits? 

Do you do anything different when it 
comes to Christmas, like a bonus or pay 
salary early? Give some thought to what 
happens in your business, when this 
takes place and what communications  
go out to employees to support that 
event. You may also want to consider 
what you’d like to do differently, from  
a communication perspective.

Month Event What communication  
do you do?

What communication 
would you like to do?

Benefit
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Pension

Death in service

Income protection

Private medical 
insurance

Childcare vouchers

Holiday trading

Cycle to work

Dental insurance

Financial education

Pre/at retirement

Other

Other
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Useful Self-Audit Questions 4

Reacting to change 
The change curve we all tend to go 
through whenever something new  
comes along can cause stress and 
distraction in the workplace.

It might be legislative or economic climate 
changes that are potentially front of mind, 
or possibly more closer to home changes 
impacting your industry or workplace. 
Education can help smooth the change 
process by removing some of the anxiety 
that can come from a misunderstanding 
of the relevant facts or whether the 
change is actually positive or negative  
for the individual concerned.

Take the time to consider what changes 
are impacting your employees currently 
and in the near future, in terms of their 
finances or planning for retirement. 
Also ask yourself whether education 
is required? Is there a need for any 
further information, support, direction 
and encouragement on the subjects 
highlighted here?

Do you need to provide education on any of these topics?

External Factors Notes

Auto-enrolment/pension 
contribution increases

Higher-earner pension 
changes

Changes to salary exchange

Pension freedom

No default retirement age

Increasing inflation

Childcare funding changes

What things might change in your business which merit additional education, e.g. 
redundancies, changes to pensions - like new default funds for Defined Contribution 
pensions or structural changes to a Defined Benefit Scheme? Is your industry changing?

Internal Factors Notes
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Wellbeing 
Audit

B
W

T
2

0
1

Poor workplace wellbeing results  
in unhappy employees, lost 
working days, lower productivity 
and increased risk of accidents.

Our Wellbeing Audit allows you to:
• Benchmark your organisation
• Build a structured route  

towards improvement
• Demonstrate your commitment  

to employee wellbeing. 
Contact your Support Manager:
T +44 (0)208 600 1000
www.beingwelltogether.org

Useful Self-Audit Questions 5

Action plan
The question now becomes what do you need to do next? Start your thinking at a 
high level with the four main steps of managing financial wellbeing and who should 
own the issue.

1. Identification of Needs 2. Benefit Design

Step one involves holding a microscope 
to your business and analysing exactly 
what needs your employees have. Any 
diagnostic effort should be in respect 
of both the financial and planning 
for retirement considerations we’ve 
highlighted, as well as the support and 
education your employees might require 
to understand the benefits you provide 
in context.

Once you have established any gap that 
exists between what employees need 
and what you provide, step two involves 
reviewing the design of your benefit 
structure; do you need to add, evolve or 
remove benefits to better reflect those 
needs?

Actions Actions

3.  Benefit Selection 4. Communication Practice

Give consideration to how an employee 
initially selects their benefits and how 
often and by what methods they are 
able to review those benefit selections.  
An employee has to understand their 
needs before they can make the most 
appropriate selection of their benefits, 
in exactly the same way that you as an 
employer need to select and review the 
benefits you offer.

Levels of understanding and engagement 
are paramount in ensuring the success 
or otherwise of your benefit programme.  
Employees firstly need to understand 
their needs, before better understanding 
what they have already and how to close 
any gaps. The benefits you offer and the 
flexibility to vary those benefits inevitably 
play a part here.

Actions Actions
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Protect the 
health and 
wellbeing of 
your people

As a Being Well Together supporter 
you have access to a wealth of training 
aimed at helping you protect your 
people. Choose between Live Online, 
instant access and in-company.

Most popular courses:
• Wellbeing for directors
• Wellbeing for line managers
• Wellbeing for employees
• Mental health: manage the conversation
• Mental health: start the conversation
• Managing stress within your team
• Stress awareness
• Certifi cate in managing stress, 

mental health and wellbeing.

Contact your Support Manager:
T +44 (0)208 600 1000
E support@beingwelltogether.org
www.beingwelltogether.org


