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Question time

Jonathan Watts-Lay | Director
Wealth at Work

I am often asked two questions when I am
discussing the need for a financial education
programme with people: ‘We already have
a lot of information on our website and in
our pension communications, why isn’t that
enough?’ and ‘What kind of value will you
add for employees and employers if you
deliver financial education?’
These are good questions for people to
ask because they help to frame the purpose
of financial education.
The first question is quite straightforward.
Providing information only is a passive method
of communication and, in most cases, ticks all
the boxes to satisfy regulatory responsibility.
Information comes in many forms but can we
really measure the effectiveness of providing
a glossy brochure or a document that sets out
to explain employees’ options at retirement?
Can we be certain that reading a website
will support an employee when making
fundamental retirement decisions?
In our experience, providing information
alone, whether on a website or a standalone
booklet, is largely ineffective and does not
help to develop understanding. For example,
the BBC confirmed this year that some of the
guidance on its pensions website contained
information that could have been clearer,
which may have led to some members
being financially disadvantaged.
However, in contrast, proactive and
interactive financial education can not only
help to develop understanding and encourage
employee engagement, but is also a catalyst
for behavioural change and action. A good
education programme will help to bring
together all the factors an employee needs
to know and understand before making
decisions. It helps them, for example, to
understand their retirement income options,

as well as other key financial planning issues.
But how do we measure the value of this?
Collecting immediate feedback at the end
of a session is the simplest and most effective
way of providing a value measure. Looking at
the difference between the knowledge the
employee or scheme member believes they
have before attending a seminar and then
where they feel their knowledge is after the
seminar, gives a simple method of comparison.
After our financial education seminars we
find that on a one-to-five scoring scale, we
typically see a big uplift with an average
increase of 1.7 in the score.
We also measure whether action will be
taken as a result and find that, when asked
if they will take specific financial actions
following a financial education seminar,
attendees typically rate it as either a four or
a five (with five being the ‘most likely’). We
then find around 60% of seminar attendees,
on average, contact us for further help and
guidance, but the overall figure is no doubt
higher when we consider the amount of
enquiries back to the employer, the pension
scheme, existing advisers and Pension Wise.
This is an immediate and effective way
to measure the value of financial education
and highlights the value of delivering relevant
and engaging content, as opposed to
standalone information.
Employers and trustees should ask
themselves when thinking about their pension
communications: Does it improve knowledge?
Is it engaging? And does it lead to behavioural
change and, therefore, further action? If
not, is there another option available? After
all, a well-planned-out financial education
programme that ticks all these boxes is a
great way to add value for both employers
and employees ■

“FINANCIAL
EDUCATION
IS A GREAT
WAY TO
ADD VALUE
FOR BOTH
EMPLOYERS
AND
EMPLOYEES”
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Financial education in numbers
Katie Scott rounds up key facts
and figures relating to financial
education in the workplace

19%

65%

of employer respondents
have introduced, or will
introduce, financial
education in response to
pensions auto-re-enrolment
(Source: Employee Benefits/
Close Brothers)
bit.ly/2gnBIRp

35%

of employee respondents
do not feel they have a
good understanding of
how workplace pensions
are taxed (Source:
PricewaterhouseCoopers)
bit.ly/2fxJ8xn

of employee
respondents feel that a
lack of knowledge or
information affects their
confidence when making
saving decisions (Source:
Willis Towers Watson
Nottingham University
Business School)
bit.ly/2get4Bt

38%

of UK employee respondents
who work at an organisation
with a financial education
programme are likely to be
very or extremely engaged in
their organisation (Source:
Thomsons Online Benefits)
bit.ly/2g1hF8G

60%

49%

of UK employee
respondents believe
their employer should
provide access to
financial education to
help with retirement
planning (Source: Capita
Employee Benefits)
bit.ly/2dRpAnz

of employee
respondents feel that
their employer does not
do enough to support
informed financial
decisions on savings
and investments
(Source: Equiniti)
bit.ly/2ev3g5o
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helping to put your
employees in the picture.

Many employees struggle to understand various ﬁnancial issues that may relate to them and often fail to understand the many
beneﬁts on offer in the workplace.
We have a complete service offering to help you put your employees in the picture. This includes:
Developing ﬁnancial education programmes tailored to each employee segment
Offering a range of topics from retirement and ﬂex windows through to debt management and share scheme launches and maturity
Providing multiple delivery mechanisms from seminars and webinars to animation and interactive games

To ﬁnd our more about how we can help you put your employees in the picture, please contact us on
0800 234 6880, email us at info@wealthatwork.co.uk or visit www.wealthatwork.co.uk
WEALTH at work and my wealth are trading names of Wealth at Work Limited which is authorised and regulated by
the Financial Conduct Authority and is a member of the Wealth at Work group of companies. Registered in England
and Wales No. 05225819. Registered Ofﬁce: 5 Temple Square, Temple Street, Liverpool L2 5RH. Telephone calls may be
recorded and monitored for operational and training purposes.
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Pensions engagement
is a work in progress
Research throws up revealing findings on attitudes
and behaviours towards pension saving

Miranda Seath | Senior researcher
Platforum

Chancellor Philip Hammond avoided
throwing any deliberate hand grenades at
pensions policy in the Autumn Statement
2016. There was no tinkering with the triple
lock or pensions tax relief despite speculation
from some commentators that there might be.
Both auto-enrolment and the pension
freedoms have brought much needed reform.
But we have not quite cracked engagement.
Platforum surveyed a nationally
representative sample of UK working adults
aged between 22 and 64 for our Consumer
insights – facing an uncertain retirement
research, published in September 2016. We
wanted to better understand attitudes and
behaviours towards pension saving and
sources of income in retirement.
On the one hand, there is a clear
understanding among UK working adults that
the workplace pension will form an important
source of retirement income. Nearly one-third
(30%) expect workplace pensions to provide
the greatest share of their retirement income.
This compares with 17% who expect that the
state pension will make up the greatest share
of income in retirement. A far lower
percentage (4%) expect that property will
make up the greatest share of income.
On the other hand, when we probed our
survey respondents more closely about
workplace pensions we found significant gaps
in their knowledge. Very few working adults
know the charges associated with their
pensions or which funds their pensions are
invested in. And only a quarter (25%) of
working adults know the value of the
contribution their employer makes.
Savers are still facing an uncertain
retirement. In part, this is because UK
adults are not taking action about pension
contribution levels, fund choices or how to
take retirement income at the appropriate

time. In some cases, workers are not making
any decisions at all, either unwilling or simply
unequipped to be proactive.
Some UK pension savers are undoubtedly
apathetic. But many are also uncertain about
whom to go to for advice or guidance. When
we asked working-age British adults whom
they would approach for advice on retirement
planning, the highest percentage, 44%, told us
that they would approach friends and family,
30% would go to a financial adviser, and only
14% would seek advice from the pension
provider or from their employer. The relatively
high percentage of working adults who would
choose to see a financial adviser to help plan
their retirement is encouraging.
Initial indications from Platforum’s
annual survey of employers and advisers on
workplace savings, Workplace savings guide,
due to be published in January 2017, suggests
that just over half of employee benefits
consultants and financial advisers advising
employers are also offering advice to
individual scheme members through the
workplace. Of these advisers, two-thirds
tell us that the proportion of revenue from
individual advice through the workplace is
increasing. When we conducted this research
last year, advisers still had a wait-and-see
attitude towards offering individual advice
in the workplace. This initial result suggests
that one year later, they are more optimistic
about the opportunity.
Our research with employers indicates
that they feel a burden of responsibility to
help their employees prepare for and save
for retirement. Platforum’s survey of working
adults, however, puts very little responsibility
on the shoulders of employers. The burden of
engagement and education need not fall to
employers. Advisers appear ready to embrace
this opportunity ■

“ VERY FEW
WORKING
ADULTS
KNOW THE
CHARGES
ASSOCIATED
WITH THEIR
PENSIONS
OR FUNDS
THEY ARE
INVESTED IN”
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Starting the
conversation
Talking to employees about their personal
finances demands tact and sensitivity

Need to know
• Unsecured debt in UK households is at
a record high.
• A financial education programme to
address sensitive financial issues should
incorporate all benefits, including
employee assistance programmes
(EAPs) and retail discounts.
• Employers can use a range of
communication methods, but they must
assure employees that they can discuss
sensitive subjects confidentially.

@

Read also

How to align financial, physical
and emotional wellbeing
bit.ly/2cZ53vp

Ty n a n B a r t o n | F e a t u r e s e d i t o r
Employee Benefits

Financial issues
The issues that affect employees are wide
ranging. Nudge Global’s Financial education
yearbook 2017, due to be published in early
2017, found that one of the most common
types of support employees ask for is around
retirement planning. Tim Perkins, director at
Nudge Global, says: “Fifteen years ago, it
was just about [employees] making sure
they were making the most of what was on
offer and they didn’t necessarily need to
worry so much about what their employer

Cameron Law

Discussing an employee’s personal
financial issues in the workplace is a
subject hesitantly approached at best; for
the employee, they need to have some
assurance that any problems will be treated
with the greatest confidentiality, and that
opening up during a discussion will have no
bearing on their role and responsibilities or
their future at the organisation.
Darren Laverty, partner at Secondsight,
says: “There are two taboos in the
workplace at the moment: mental
health problems and financial problems.
[Employees] are reluctant to talk about
them so they need to feel there is some
confidentiality about the whole thing.”
There are also notable differences
between the generations, says Katie Vye,
senior Money at Work consultant at Jelf
Employee Benefits. “Times have changed;
previously, [people] weren’t comfortable
discussing the subject of money in general,”
she says. “That’s very much a generational
thing. In my experience, younger
employees, especially [the] millennial
generation, are very open to talking about
their finances and I think that derives from
the fact that we have a very debt-ridden
society now.”
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Statistics
“IT IS NOT
UNUSUAL
TO TALK
TO YOUNG
PEOPLE
WHO HAVE
£50,000
WORTH OF
DEBT TO
DEAL WITH”
Darren Laverty,

Viewpoint

The tools respondents use to deliver their financial education strategy
(Source: Employee Benefits/Close Brothers Pensions research, November 2016)

Face-to-face seminars

68%

One-to-one sessions

57%

Online tools and modellers

41%

Secondsight

Intranet site

37%

Promotional literature (such as
workplace posters, leaflets, desk
drops)

29%

Web-based seminars

16%

Other

4%

was doing for them, but now the
conversations around retirement are more
sensitive, it’s more: ‘Am I going to have
enough? Am I going to be able to retire?’”
Debt management is a key financial
issue that is increasing in precedence.
PricewaterhouseCooper’s UK consumer
credit outlook report, published in
November 2016, found that unsecured
debt in the UK reached an all-time high
of £270 billion in 2016. Credit card,
overdraft and personal loan debt stands at
the equivalent of close to £10,000 per UK
household. “The other thing we’re starting
to see is significant student debt,” says
Laverty. “It’s not unusual to talk to young
people who have already got £50,000
or £60,000 worth of debt to deal with
before they can move on in life.”
The emotional attachment to a debt
situation can be used to the employee’s
advantage through financial education,
says Laverty. “If [employees] are feeling
emotionally bad about the debt situation,
[financial education programmes can]
capture that feeling and use that as the
motivation, the driver to solve the problem.
[Employees will] remember that pain and
they’ll never want to [feel] that again, and
that can serve them forever.”
Discussing such issues in a work setting
may seem an uncomfortable concept for
many employees, and for employers,

sensitivity is just as important. Nudge
Global’s research found that confidentiality
is key in the provision of a financial
education support mechanism for 77%
of employers. The research also found that
84% of employers said they have a role to
play in helping employees with sensitive
financial matters.
Primary source
Heidi Allen, head of insights and
engagement at Neyber, says: “The employer
is, in the vast majority of cases, the primary
source of income, and there comes with
that an inherent sense of responsibility.
Although it is not the employer’s
responsibility to say ‘this is what you need
to do’, it is its responsibility to have open
conversations. The fact that it provides the
income but doesn’t provide the emotional
or support elements that go alongside
providing a large amount of money each
week or month is really quite sad.”
However, the line of responsibility should
be made quite clear, says Jeanette Makings,
head of financial education at Close
Brothers Asset Management. Many
employers will feel that it is not their place
to address such personal issues. “Financial
wellbeing is obviously a big topic and
everyone recognises that worrying about
money actually does affect physical and
mental wellbeing, as well as engagement

Catherine Rickard
is senior research
fellow at the
Institute for
Employment
Studies
Significant numbers
of employees are facing increasing
financial challenges. For example,
demographic and policy changes,
rising education and housing costs,
an ageing population and rising state
pension age, mean that the financial
pressures facing employees are only
likely to intensify in coming years.
But why should employers be
concerned if their employees are
experiencing financial pressures?
Well, in a nutshell, because poor
employee financial wellbeing
will ultimately impact upon an
organisation’s bottom line. There is
a wealth of evidence indicating that
poor financial wellbeing impacts on
health in terms of poor psychological
wellbeing, higher stress and anxiety
levels, and lower levels of good
health. This, in turn, impacts
productivity in terms of poorer job
performance, reduced concentration,
lower productivity and absenteeism.
This provides a case for employers to
consider the financial health of their
workforce and to reflect on their
responsibilities and opportunities.
However, a good starting point
for support would be to identify the
needs of employees. Employers
could consider segmenting the
workforce by generation or income
level in order to target relevant
financial information based on their
likely financial pressures. Also, if
an employee is going through a
significant life event, this can be used
as an opportunity to target financial
information to remind them to
examine their changing needs and
priorities. Communications can be
refreshed about the benefits already
on offer to employees that may help
them save money. Or an employer
can provide introductory links to
external sources, such as charities
that offer debt advice and assistance.
Overall, by supporting employees’
financial wellbeing an organisation
is demonstrating it is a responsible
and supportive employer, which can
increase engagement and employee
willingness to go the extra mile.
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and productivity in the workplace,” she says.
“But in terms of staff divulging personal
information in the workplace, I’m not sure
many employers want that. I think they
want staff to know of the benefits and the
support available should they need it, but
I’m not sure they would want employees
to tell them about their problems.”
An effective financial education strategy
that supports an employee’s sensitive
financial situation should incorporate every
benefit available in an organisation. “It
should help those who are struggling with
budgeting and managing debts, it should
signpost the fact that [the employer has]
say, a workplace loan available, or if it has
an employee assistance programme (EAP)
or debt counselling and get routed through
to debt charities,” says Makings. “Financial
education would always reference that, and
also things such as childcare vouchers, retail
discounts, coupons, and telling people not
to borrow from payday lenders or use their
credit cards, those sorts of things.”
Engaging communications
Issues such as debt counselling, debt
consolidation and the related support
available can be addressed in wider
financial education presentations and
workshops. Employees can then be offered
the opportunity to follow up on a more
personal basis in a one-to-one meeting,
or even to watch a webcast in private.
This is where an employer might
encounter reluctance from employees to
open up about sensitive issues, so a careful
approach is needed. Addressing problems
such as debt in a workshop environment
might not have the desired effect or
take-up rate because there is not that level
of privacy, says Laverty. It can be more
effective to run general financial education
workshops and seminars, and signpost
employees to sources of information.
“If we talk about financial education and
having control of finances, there’s a number
of subjects we cover,” says Laverty. “Then

Case study | Admiral Group
Admiral Group provides tools to help manage financial concern

“IT MIGHT BE
THAT AS
PART OF A
GLOBAL
WELLBEING
FOCUS THE
EMPLOYER
WANTS TO
SUPPORT
PEOPLE”
Tim Perkins,

Insurance group Admiral offers its employees financial education through its
Ministry of Money programme.
The Ministry of Money, represented by a green pig, is designed to be a humorous
way to get more serious messages across to the workforce.
Admiral works with Jelf Employee Benefits to provide financial wellbeing
presentations to employees on subjects including pensions, ‘know your benefits’,
and approaching retirement.
Admiral also offers two savings schemes to give employees the opportunity
to save through payroll. The employer also pays for initial advice from a financial
adviser on any with issue other than pensions, and holds a legal clinic once a month.
Richard Thorne, head of HR policy and complex case management at Admiral
Group, says: “If something’s on site, it’s easy to get to, there are no physical
barriers to getting there. It means that people can hopefully alleviate their
concerns as quickly as possible. We try
to offer as many routes as possible to
people to try and promote their
financial wellbeing and planning.
“Even if people present to work,
if they’ve got worries about money
on their mind, they will be distracted
from doing a good job, so it’s our job
to try and make it as easy as possible
for them. We can’t fix their financial
worries for them, that is their
responsibility, but the more tools
we can put into the toolkit for them
to choose from to either get out of
trouble, prevent it from happening
or make the right choices is better
for us.”

Nudge Global

we tell [employees] that there’s debt
[information] and they can privately register
to get involved online and it’s dealt with
discreetly. [We] can’t tell the employer
who’s doing what, but the employer can
rest in the knowledge that there’s an easy
way to reach out to people. We’ve got to
avoid [employees] putting a guard up, and

be gentle and nudge them into the right
place. It’s a stepping-stone approach.”
Key to engaging employees with financial
education is ensuring that from day one of
its launch it has clear messages about the
strategy behind the programme. “Set the
context about why the organisation is doing
this,” says Nudge Global’s Perkins. “It might
be that there have been employees that
have had trouble, it might be a very public
[corporate and social responsibility] CSR
agenda. It might be that as part of a global
wellbeing focus [the employer] wants to
support people.”
It is important that employers emphasise
the independence and confidentiality of a
financial education programme. “Where
employers are introducing a programme
that doesn’t [sell products], where it is
independent and there’s no pressure
on employees to take a product, that’s a
strong positive, inclusive message to go
out to people with,” says Perkins.
Employers have a role to play in creating
a positive message around the importance
of financial education and communicating
that, if needed, further confidential support
is available for employees
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Cut through
the noise

well be unmarried, and divorced; one with
a legacy defined benefit (DB) pension, the
other not having started a pension; one
with inherited health risks and the other
not; one with an aspiration to retire at age
60, the other with no financial plan.
‘Someone like you’ when used as a case
study or an example is one thing but can be
potentially dangerous when applied to
prompt financial decision making without
any other guidance.

Jeanette Makings | Head of financial education
Close Brothers Asset Management

With a growing interest in financial
wellbeing and financial education, more
providers are entering this market and
others are now using it as a wraparound
descriptor for their services. But with
increased choice there can be confusion,
so here are some of the key ways to
navigate the market noise.
Address the biggest risk first
With conflicting demands, it is sometimes
hard to know where to begin so start by
addressing the group who are potentially in
the most danger, retirees. Retirees have
spent their whole working life building up
their pension savings and now, without
proper guidance, they could make
potentially catastrophic decisions and
ones that they are unlikely to be able
to reverse or recover from. So, if nothing
else, a financial strategy needs to start
with supporting retirees to understand their
choices and to make informed and
well-supported decisions at retirement.
The missing piece
Organisations are now realising that
wellness is holistic and co-dependent;
physical, emotional and financial health
work together and if one is missing, this
imbalance may also impact the other two.
Financial health has traditionally been seen
as a standalone provision, rather than an
integral part of overall wellness. Financial
wellbeing has been the forgotten piece
of overall wellness strategies but that

is now changing with organisations looking
to use financial education as part of
improving their financial wellbeing and as
a piece in their overall wellbeing strategies.
There is no single solution
Too often, providers are one dimensional
in their delivery of financial education. For
example, they focus only on pensions; they
offer solutions only for debt management;
their delivery is only online; or they offer
information but no access to advice or
implementation. Financial education is the
key to unlocking the value across the whole
reward and benefits offering, helping
individuals to join the dots of what is
relevant for them and how to use it
to improve their finances now and in their
future. Of course, communications will vary
to engage different staff groups and
on different issues but as a minimum these
should reference the entire reward and
benefits package, these should be
multi-channel and should provide staff with
a framework to access the guidance and
further help they need whatever their life
stage, goals and circumstances.
Some providers use crowd theory to
prompt people to action. Using ‘someone
like you’ techniques should only ever be
an illustration because from a financial
planning perspective, individuals are unique
and there is no one like them. Using
matching criteria of age and salary levels
are crude instruments indeed when two
people of the same age and salary may

“EMPLOYERS
ARE NOW
REALISING
THAT
WELLNESS
IS HOLISTIC
AND CO҃
DEPENDENT”

Education, guidance and advice
There is a growing trend for organisations
to arrange one-to-one guidance and advice
in the workplace alongside financial
education. The pension freedoms and the
reduction in the lifetime and annual
allowances have caused an increased need
for one-to-one help for those affected and
with the tax relief for pensions advice now
at £500 per person and the ability for
individuals to take a further £500 tax free
from their defined contribution (DC)
pension pot to fund pensions advice, this
is a trend that is set to grow.
It can sometimes be difficult to cut
through the noise of a crowded
marketplace and to decide what is needed,
what value it will add and who is best to
provide it. At times like these experience
and breadth and depth of service count.
A provider which can deliver in every
medium; which can employ new technology
alongside tried-and-tested methods and
one which can provide staff with advice
should they wish to take it, is likely to
deliver a more successful outcome ■

iStock

Key ways to navigate financial
education and financial wellbeing
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I need to improve
staff retention

Will I go over my
annual allowance
this year?

I need to make my
money go further
I want to provide
ﬁnancial peace of mind
for all my employees

How can I plan for
my retirement?

My staff don’t value
their beneﬁts enough

How should I
communicate the
pension changes?

I don’t know which
beneﬁt choices I
should make

ADD SOME CLARITY
9 ﬁnancial wellbeing programmes
9 independent one-to-one advice
9 seminars & webinars
9 3D beneﬁts™
9 interactive online tools
clarityﬁnancialeducation.com | 0870 242 2043 | enquiries@clarityglobal.com
clarity Ltd is authorised and regulated by the Financial Conduct Authority.
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Get a true
reflection

Need to know
• Auto-enrolment has improved
take-up of pensions but there is still
a disconnect between the retirement
income people aspire to and what they
will actually achieve through saving.

Education can bridge a gap between desired pensions
income and what savings will actually achieve

• Online financial education tools have a
part to play but one-to-one and face-toface education is also important.
• Financial education and communication
needs to be nuanced towards different
multi-generational priorities.

@

Read also

What is the future for pensions
technology?
bit.ly/2gIKlls
iStock

Nic Paton |
Freelance journalist

First, some good news. Pensions
auto-enrolment and, now, the cycle
towards pensions auto-re-enrolment,
does appear to be creating something of
a step-change in terms of engagement
with, and conversations around,
retirement saving in the workplace.
As highlighted in the Employee Benefits/
Close Brothers Pensions research 2016,
published in November 2016, more than
a third (36%) of respondents are using
auto-re-enrolment as an opportunity to
introduce wider communications around
pensions and pensions savings.
Pensions gap
The bad news, as suggested by Aon’s
Defined contribution member survey,
published in October 2016, is that the UK’s
pensions gap, that is the gap between what
people need to be saving for a comfortable
retirement versus the reality of what they
are putting away, remains gapingly wide.
Employees in defined contribution (DC)
pension schemes are saving £11.4bn less
than they need to each year, as many
as 2.75 million do not know what their
retirement income will be, and one in four
has no idea even what they will need
to maintain their standard of living in
retirement, according to the report.
How, then, can employers use financial
education to address this, to ensure staff
are more aware of what income they
will need in retirement and how that
matches, or not, what they will receive?
How, too, can employers encourage staff
to take a more active interest in their
retirement income, and help them to
increase their savings?
With auto-enrolment now a reality for all
but the smallest employers, the retirement

“A GENERIC
MESSAGE
FROM HR
IS NOT
GOING TO
RESONATE”
David Pugh,
Lemonade Reward

and saving conversation needs to be less
about the need to join a scheme and more
about the level of contributions required to
get the retirement income an employee
aspires to, says Martin Parish, area director
at Aon Employee Benefits. “The danger
is people now think ‘I’ve got an autoenrolment pension, I’m going to be okay’,
especially if the savings level is very low,”
he says. “Employers need to be saying,
‘okay, now you’re in the plan, these are
the factors that are going to influence
your outcome’.”
But the modern-day workplace is now so
multi-generational that employers cannot
expect one communication channel to work

for everyone, says David Pugh, managing
partner at Lemonade Reward. “If it is just a
generic HR message, ‘death by email’, or a
brochure then [the] message is probably
not going to resonate,” he says.
Different priorities
Different generations are also likely to
have different savings priorities. Younger
employees, for example, may be more
focused on things such as managing debt
or saving to get on the property ladder
than putting money away for retirement.
Pugh says: “It can be as simple as just
sitting down and talking to people,
one to one, and understanding what
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it is they want. There is a place for online
tools within this but on their own these
are not the answer.”
Communications need to be tailored and
directed in a way that is relevant to each
employee. “There is no one right way to do
it; it is often about trying different things,
but making sure the message is tailored to
that person’s stage of life,” adds Pugh.
Back to lifestyle
An employer cannot expect that by simply
asking employees to attend a financial
education session on pensions that many
will turn up. Jonathan Watts-Lay, a director
at Wealth at Work, says: “People generally
are not excited by pensions. It has to be
related back to their lifestyles, things people
want to achieve or issues they may be
facing rather than just banging the drum
about needing to put x amount of money
into a pension. ‘How can we, as your
employer, help you to save money for
the things you want.’”
Face-to-face financial education has an
important part to play. Sean McSweeney,
proposition delivery manager, corporate
advice, at Chase de Vere, says: “If anything,
it has to be pitched right back at the basic
level: how to budget, how to save, how
does [the employee’s] credit record affect
what [they] pay for loans, what should
[they] do if [they] get into serious debt?
It is almost about trying to plug a gap in
education that people really should have
got at school.”
Basic knowledge
A financial education programme will only
prove successful if basic knowledge and
understanding is in place, adds McSweeney.
“There is no point in trying to drive people
to engage with [a] benefits package until
the basics are in place. But if [an employer]
can get that right, that basic financial ability
and confidence, then [it has] a chance of
being able to talk to people about savings
and, from there, retirement.”

Case study | AKQA
AKQA engages employees with retirement planning through one-to-one support
With a predominantly younger workforce, generating interest in, and engagement with, pensions and
retirement income can be a challenge for digital agency AKQA.
It employs 400 people in the UK and offers a contract-based defined contribution (DC) group personal
pension scheme, into which employees are auto-enrolled. AKQA has worked with Lemonade Reward
since 2011 and focuses its pensions financial education around face-to-face communication.
Naomi Cameron, Europe, Middle East and Africa (EMEA) payroll and benefits manager, says: “Younger
employees are less likely to think or worry about the future; they are often quite happy to pay their 1%
auto-enrolment contribution and not opt for anything higher than that. Older employees, by comparison,
we find will be more likely to opt for a higher rate. Even with higher earners, however, [we] can find people
do not properly calculate what they will need to live off in retirement and just opt for the minimum rate.
For example, [they] have to factor in things
such as health costs and inflation, as well as
basic likely living costs.”
AKQA runs presentations every quarter, as
well as offering one-to-one in-depth discussions
with employees and all new joiners.
Cameron says: “If you sit [employees]
down in front of someone and have a proper
conversation, then it is much more likely to
work, in our experience. The feedback we
have from employees is that they love the
advice and find it valuable.”

“PEOPLE
GENERALLY
ARE NOT
EXCITED BY
PENSIONS”
Jonathan Watts-Lay,
Wealth at Work

Viewpoint
Jackie Spencer is pension
and retirement expert at
the Money Advice Service
Many people are not saving
enough for retirement and with
over 40 million people in work
across the UK, the workplace
is a good place to start engaging people.
A wide range of organisations are already
involved in helping people to manage their
money better: government bodies, commercial
organisations, charitable foundations, and the

voluntary sector. However, despite all the
available information and advice, millions of
people in the UK are failing to manage their
money and make provision for the future.
Research published by the Money Advice
Service in October 2015 found that around
four out of 10 adults are not in control of
their finances, one in five cannot read a bank
statement, and four in 10 adults have less than
£500 in savings. Ensuring that people have good
money management skills is vital when it comes
to helping them to become financially resilient
and employers have a role to play in this.

Employers can help by giving people access to
information and tools either by signposting to
relevant websites or by integrating information
into their intranets. As employers provide a
pension scheme, it is their duty to provide
information about that scheme. Those nearing
retirement may need even more support as
they are embarking on life-changing decisions.
Employers could take advantage of the £150
income tax and national insurance exemption
for employer-arranged advice on pensions to
offer staff a bespoke recommendation from
a regulated financial adviser.
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Be an HR legend - give
your employees a ﬁnancial

HERO
Assess
Financial Health

Assign Dedicated
HERO!

Receive Tailored
Track Plans

Improve Employees’
Financial Health

here’s a super offer for you...
If you’re an HR professional and want to experience what a ﬁnancial
hero can do for your employees, visit the web address below for your

free trial!
lemonadereward.com/hero
info@lemonadereward.com
01483 617 020
Lemonade_FP_EB_010117.ps 1

refreshing reward

07/12/2016 11:46

financial
education
supplement
strategy

Forward
thinking

Need to know
• Giving employees guidance around
effective retirement planning is a key
part of a financial education strategy.

What should be the focus of a financial
education strategy in the new year?

• Financial wellbeing in the context of
broader employee wellbeing is also
set to continue to be a key trend.
• Employers will also need to consider
educating staff about alternative
saving methods to pensions.

@

Read also

How can employers support staff
around pension investment decisions?
bit.ly/2g6eBpL

Ty n a n B a r t o n | F e a t u r e s e d i t o r
Employee Benefits

Retirement planning
Workforce planning is a key concern for
employers, and is supported by effective
retirement planning. Jonathan Watts-Lay,
director at Wealth at Work, says:
“[Employers] need to ensure that their
employees can afford to retire, so are
running an education programme often
for a number of years before retirement
to really get them thinking about all the
options and considerations.”
There is still a great deal of confusion
among employees over how they are going
to build their retirement benefits. Angus
Jones, managing director at Clarity, says:
“Employers need to help, they are part
of the solution. Employers have a duty
to get involved with the communications
piece so that employees can find logical
solutions to [any] problems they’ve got.”
Covering a range of financial issues,
education that focuses on employees’
broader wellbeing will be of great interest
in 2017. In the aforementioned Thomsons
Online Benefits’ Future of financial wellness
report, 65% of employee respondents said
that financial wellness is important to them.
“We are talking to a lot of [employers]
requesting financial wellbeing strategies,”
says Watts-Lay. “This is much broader,
covering all employees but on a segmented

iStock

Supporting employees with financial
education and guidance looks set to be as
big an issue in 2017 as it has been in recent
years. Thomsons Online Benefits’ Future of
financial wellness report, published in
November 2016, found that 47% of
employers are considering implementing
a financial wellness programme in 2017.
But what should the focus of a financial
education strategy be in the new year?

“IN THREE OR
FOUR YEARS’
TIME, I THINK
THERE WILL
BE MUCH
MORE OF A
MENU FOR
SAVINGS”
Angus Jones,
Clarity

basis: what do [employers] do about
employees that may have issues around
debt, or for employees that may not be
saving enough for the future?”
Looking after the financial wellbeing
of employees will bring benefits to an
organisation, as well as peace of mind
for the individual; BHSF Employee
Benefits’ Breaking the cycle report,
published in November 2016, found
that 31% of employee respondents cite
finances and money as the top cause
of stress. By giving employees the tools
and education to get a handle on their
financial worries, an employer will be
supporting their mental, as well as
financial, health.
Mark Rowlands, head of defined
contribution (DC) services at Mercer,
says: “Financial wellbeing is a trend that
is evolving all the time. It means different
things to different organisations. How it
works at an employee level is giving them
the ability to make better choices around

their money and their debt so that they
can then withstand a financial shock.”
If an employee dents their car, for
example, and the cost of repair is £200,
but employee only has savings of £100,
where do they go to get the balance?
Alternative saving methods
Employers will also need to educate staff
on financial planning options. One example
is for those employees affected by the
changes to the pensions annual allowance
and the limits on what they can pay tax-free
into their pension. Those employees will
need to question what tools are in place to
help them save. “Going forward, in three or
four years’ time, I think employers will be
offering much more of a menu of solutions
for the ‘pension contribution I’m prepared
to pay as an employer’,” says Jones. “But it
doesn’t have to go into a pension: it might
be an [individual savings account] Isa,
school fees savings plan, [or] university
costs saving plan.”
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Consider your workforce
for a second...
Every employee you are responsible for is somewhere
on a journey, with lots of trials and tribulations,
choices and decisions in front of them.
Certain events will have a ﬁnancial impact on them and
some will inevitably have a wider impact on their life
or the career path they follow.
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...because one size
doesn’t fit all.
With so many retirement income options available for employees, we know that
a ‘one size ﬁts all’ approach to retirement planning doesn’t work. Therefore,
we created our Retirement Income Options service to implement and manage
retirement planning for employees and to determine the best course of action
based on their personal circumstances.
In order to protect employees from poor decisions, our complete service
ensures employees/members receive the help they need to understand
all of their options at-retirement.

Support in
empl oyees g
wit h
t heir ret ire
ment
inc ome o pt
ions

The service consists of:
Financial education and guidance: provided in a number of formats to ensure retirement income options and tax
issues are understood
Regulated advice: as every situation is different, this is designed to ensure everyone has a personalised plan
Implementation of options: this allows a holistic solution to be implemented and managed throughout retirement
Ongoing support: continuous guidance, advice, and management of income throughout retirement
This service is available now to pension schemes, trustees and employers, so whatever retirement income plan is needed by
employees and scheme members, they can access it through our fully integrated service.

To ﬁnd out more about how we can help your employees make the right retirement income decisions,
please call 0800 234 6880, email info@wealthatwork.co.uk or visit www.wealthatwork.co.uk

WEALTH at work and my wealth are trading names of Wealth at Work Limited which is authorised and regulated by the Financial Conduct Authority and is a member
of the Wealth at Work group of companies. Registered in England and Wales No.05225819. Registered Ofﬁce: 5 Temple Square, Temple Street, Liverpool L2 5RH.
Telephone calls may be recorded and monitored for operational and training purposes.
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