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Introduction

Financial Wellness programs have been garnering 

to encourage engagement in achieving both current and 

evolving as a logical companion to health and retirement 

Consider: 

Fact 1: A 2016 employee survey revealed that 52% of 
respondents found managing their finances to be a 
source of stress, an increase of 7% from the prior 
year.1

Fact 2: 2016 research has found that 44% of 
employers expect that offering guidance on handling 
finances will decrease the time their employees spend 
at work tending to these issues.2

challenges:

the design and measurement of improvements to employees’ 

Taking 

the inextricable linkage among the three builders of a 

the government 

the private sector

the individual

information and programs provided by the government 
and the private sector

Although there have been numerous studies and papers that 

Financial Wellness: A Definition

sustainability of one’s current health relative to long-term 
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The Financial Wellness Program: A Framework

4 Financial 
5

a retirement plan context)

enjoy life

some employees may be reluctant to provide detailed 

Research on Financial Wellness

Topics covered in this section include: 

Productivity gains and return on investment 

  The value of retirement readiness 

perspective as: -
 

includes perspective on balancing the opportunity to 

-

habits that guide people onto a lifelong path of balanced 

and personality factors

3

investing

or temporary loss of employment
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have the potential to reach large numbers of adults 

8

According to  a 2011 report from the American 

9

American Psychological Association reports that 72 

10 

11

12 -

13 The phenomenon is taking hold in employee 

14

“Providing financial education 
opportunities at the workplace, 
where there is a direct connection 
with earnings and benefits, can 
be a powerful way to inform financial 
decision-making.”

 —  President’s Advisory Council 
on Financial Capability

Important Note 

Although this paper intentionally reports the positive 

-

-

6

-

-

-

-

-

Why Employers are Well-Suited to Play a Role In 

Promoting Financial Literacy and Wellness

undeniable advantage employers possess is their direct 

7
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16

17

18

“[The trend] began with a focus on 
improving physical health in the work 
force. Then mental health was added. 
Then employers started to realize 
other issues people faced were causing 
ailments – anxiety, sleep loss and 
depression are often related to money.”

 –  “Financial Wellness Has a Real Dollar Value,” 
PLANADVISER19 

including:

Society for Human Resource Management 

programs: employees’ need and desire for education and a 

These factors underscore the importance of an employer’s 

The Cost of a Workforce that is Not Financially Healthy

estimates costs employers $300 billion in lost productivity 
15

FINANCIAL STRESS manifests as

Muscle tension 
and back pain
31%  51%

Severe  
anxiety
4%  29%

Source: AP/AOL Health Poll: Debt Stress: The Toll Owing Money Takes on the Body.

People with low levels of financial stress

People with high levels of financial stress

Insomnia/ 
sleep trouble
17%  39%

Migraines/headaches
15%  44%

High blood 
pressure
26%  33%

Severe 
depression
4%  23%

Stomach  
ulcers
8%  27%

Heart attacks
3%  6%
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26

27 The numbers back 
it up: a 2015 survey conducted by Four Seasons Financial 

-
28 This may be 

education are more likely to have less stressed and more 
29

-
30

31

32

33 thus 

34 

20 and 

21 

22

-
dence further drains employer resources and contributes 

23

lost in productivity annually is due to absenteeism 
24 including those that 

blood pressure;

25

gains in productivity and a healthy return on investment 

Productivity Gains And Return On Investment

types of gains: those that maintain a highly functioning 
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Retirement Readiness

-

-
nents that employees become more versed in include home 

-

changing; once thought of as the ‘end of one’s economic 

at least 10% to 15% of a person’s ongoing income

A retirement nest egg consisting of 10 to 12 times a 
41

sobering statistic that from 30 percent to 40 percent of 

35

-

36

300%;37

program;38

39

-
40

“The return on investment to 
employers...rang[es] from $1 to $3 or 
more per dollar invested.”

— Consumer Financial Protection Bureau
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These facts spur employers and employees alike to ask: 

 

regarding retirement readiness are just that: simplistic and 
directional goals for a person to help them approximate 

-

retirement is critical for employers that see their retire-

The most gratifying aspect of meeting retirement 

42

43

Delayed retirement can lead to reduced 

workforce engagement.

60% of executives are 
concerned with lack of 
growth opportunities for 
younger staffa

More than 30% of younger 
workers are concerned with 
growth potentialb

60%

30%

The percentage of older workers continues to 

increase, while the percentage of workers at 

younger ages has decreased.c

40% plan to retire later than planned

53% say the top reason is they haven’t saved enough

44%  say their biggest concern is running out of 
money

 a.  CFO Research Services, “Managing Retirement Benefits Amid 
Capital Market Disruption,” August 2009

b.  Willis Towers Watson, “Which Workers are Delaying Retirement 
and Why?” September, 2014

c. PwC, “Employee Financial Wellness Survey,” April 2014
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Financial Wellness: A Spotlight on Women

According to Cindy Hounsell, President of The Women’s 
Institute for a Secure Retirement (WISER), women are 
likely to face a greater challenge than men with respect 
to achieving financial wellness, and the impact of these 
challenges worsens as women age: “Women continue to 
work in jobs and in the industries where women 
predominate and the pay is low. In fact, according to a 
2014 Census Bureau report, women earn only 80 cents 
for every dollar that men earn—moving up from 59 
cents in 1970.” What’s more, notes Hounsell: 

Despite the overall decline in poverty rates among 
older Americans during the last several decades, 
many older women remain poor; in 2015, nearly 15 % 
of women aged 75 and older were poor, compared to 
7.6 % of the men in this age group (Census Bureau 
report, 2015). and the likelihood of a woman being 
poor in retirement increases with age.

The Social Security Administration projects that in 
2030, the percent of women aged 65 or older who 
have never married or who are divorced (and not 
remarried) will double. It is important for policymak-
ers to understand and address the needs of this 
at-risk population when considering changes to 
existing programs, including Social Security, pensions 
and savings.

“Millions of women will live a third of their lifetimes after 
they reach age 60. This longer time period requires 
income and savings to last several decades, putting 
women at high risk for poverty in old age,” says 
Hounsell. A recent report found that women aged 65 
and older have 25 percent less retirement income and 
twice the poverty rate of men in the same age group. For 
single Latinas and African-American women, the 
poverty rate is twice that of single white women.

Clearly, women face unique challenges due to the 
economic realities that have existed throughout their 
working lives, which places them at high risk for an 
impoverished retirement. Women themselves are 
generally painfully aware of these challenges, including 
issues of pay inequity, glass ceilings and caregiving 
responsibilities. However, it is critical for our society to 
recognize that, due to women’s longer life expectancies, 
they are likely to have greater retirement income needs, 
not less. A woman aged 65 today can expect to live to 
age 87.8, compared to a man of 65 who can expect to 
live to age 85.8. As a result of living longer, women are 
more likely to experience chronic illness and frailty, and 

require expensive long-term care services. Yet the 
median income of older women is $18,250, compared to 
older men’s income of $31,372. Living longer also raises 
the likelihood of living alone, further increasing an older 
woman’s chance of living in poverty. Almost half of all 
elderly unmarried women rely on Social Security 
benefits for 90 percent or more of their income.

Fifty-five percent of women over age 65 are single 
(widowed, divorced or never married). Divorce or 
separation reduces these women’s income further (by 
41 percent in 2012, almost twice the rate for men).

Certain risk factors for women are a result of a lifetime 
of earning less; as mentioned, women who work 
full-time earn 80 cents for every dollar men earn. Also, 
family caregiving responsibilities cause women to work 
part-time or spend years out of the job market: women 
average 12 years out of the workforce to provide care to 
their families, amounting to 12 fewer years to save for 
retirement and accrue Social Security benefits. Many 
women who expect and need to work longer also 
experience what researchers term “negative shocks,” 
forcing them to leave the workforce unexpectedly to 
provide care for a family member, further derailing their 
financial and retirement plans. 

WISER offers the following as suggestions to consider to 
help educate women about financial wellness, though 
they may apply more broadly as well:

Provide information to help individuals understand 
the impact of decisions about taking and leaving jobs.

Offer innovative ways to save for retirement for 
part-time workers and workers without an employer 
provided savings plan.

Provide better public education in financial planning, 
including planning for contingencies such as 
caregiving, death (widowhood) and divorce.

Create opportunities for access to an emergency 
savings fund.

Consider the impact of various forms of insurance on 
retirement planning.

Recognize that housing is the largest expense across 
the lifespan. Factor in ways to manage home 
expenses such as a renovation fund.
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