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The cost of living crisis is causing many employers to think about 
how they might further support their employees both financially 
and beyond. Organisations will have different reasons for 
wanting to assist – because they believe it is the right thing to do, 
to try and retain and reward loyal workers or to preserve mental 
and physical well-being, perhaps with an eye to productivity. 

Some employers may be able to offer generous 
pay increases, and indeed employers who have 
committed to paying the real Living Wage 
will need to accommodate the recent rise of 
10.1%. However, not all employers will be in 
such a position, with many facing significant 
costs challenges themselves as a result of high 
inflation and increased operating costs. 

In this guide, we offer a wide range of 
suggestions, many of which come from talking 
to our clients, as to how employers may be 
able to offer support. We recognise that not all 
suggestions will be suitable for all employers, 
and that some employers will have employees 
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who are in greater need than others, but we 
hope that this guide will give you food for 
thought if you are looking at ways to help. 

If you have put in place other ideas that we 
haven’t included here, please do let us know by 
emailing Luke or Kate (details opposite) so that 
we can share them, on an unattributed basis, in 
the next edition of this guide. 

At the end of this guide we have also included 
a list of organisations which may be able to 
offer advice and support to your employees 
on managing their financial situation in these 
difficult times.

Introduction

mailto:luke.bowery%40burges-salmon.com?subject=From%20Cost%20of%20living%20crisis%20brochure
mailto:kate.redshaw%40burges-salmon.com?subject=From%20Cost%20of%20living%20crisis%20brochure
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Thoughtful and open 
communication with your 
workforce, any trade unions, 
employee representatives and 
other stakeholders should 
underpin your strategy. 

Your employees are likely to be aware of different 
initiatives being taken by other employers, so it 
will be important for them to understand your 
own organisation’s position and why you can 
or can’t help in particular ways. Make sure you 
explain the reasoning behind your decisions to 
help with this. External communications and 
messaging should also be carefully planned to 
minimise the risk of negative publicity which 
some organisations have faced. 

Make sure to regularly and clearly communicate 
the support that you are able to offer to your 
employees and seek feedback on how helpful 
the support is. Review the uptake and impact 
of your support and use this to adapt your 
approach going forward. 

We would also suggest that all organisations 
make employees aware of who they can 
approach internally should they need to speak 
to someone. This crisis is affecting a very wide 
range of people, either directly, or because they 
are worried about whether they will be able to 
manage in the coming months, so offering a 
point of contact will be important. 

Communications strategy
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Gauging financial need

Think carefully about how you will gather 
the information. A sensitive hand will be 
needed not only in terms of how any such 
communication will land with your employees, 
but also how it might be viewed against and 
sit alongside, the existing financial and benefits 
packages that you have in place. 

Steps to gauge financial need may include: 

Staff networks – speak to established staff 
networks and ask for their feedback on 
whether they are seeing any particular financial 
well-being needs arising. 

Existing data – analyse your organisation’s 
existing data and consider what it might tell you 
about your employees’ financial well-being. For 
example, are employees still attending social 
events, how are they using staff discounts, are 
you seeing an increase in employees opting out 
from their pension auto-enrolment?

To make sure that any additional support you put in 
place is appropriate, you may find it helpful to gauge the 
financial and related well-being needs of your employees. 
This will help ensure that any support you do provide is 
likely to be better balanced and well-received.

Surveys – conduct surveys on your staff’s 
financial well-being to understand where 
issues may arise and what support might be 
most appropriate. Participation should be 
voluntary, but to increase response rates make 
sure that respondents know their responses 
will be anonymous (although include a named 
person or team for respondents to contact 
in confidence about their own circumstances 
should they wish).  

Depending on the needs that you identify, you 
should then be in a better position to develop a 
range of potential support interventions.
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Pay and bonuses

Higher than usual percentage increases 
– an obvious one perhaps, but are you in a 
position to give a higher than usual percentage 
increase to pay? If this is unaffordable across 
the board, can you apply a range of percentage 
increases with those in lower-paid roles 
receiving a higher percentage raise? 

More frequent pay rises – if higher 
percentage rises are not possible, can you 
offer a lower percentage rise but include an 
additional pay increase midway through the 
pay year?  Again consider whether this is 
possible for lower paid workers if not for all. 

Bring forward the pay review date – 
another option to consider is whether you can 
bring forward your usual pay review date, as a 
one-off, so that your people can benefit from a 
rise sooner. 

Salary advances – can you allow employees to 
draw down a percentage of their salary ahead 
of pay day to help with budgeting and offset 
the risk of payday loan debt?

Make best use of existing bonus and 
reward schemes – if your organisation 
offers performance-related bonuses or reward 
schemes, regularly remind managers to check 
whether their team members qualify under 
these schemes. 

NOTE OF CAUTION: one-off 
payments can give rise to unintended 
consequences for employees in receipt 
of Universal Credit or tax credits, so 
make employees aware in advance 
that this may be an issue so they can 
check their own position.

One-off lump sum payments – to avoid 
having the ongoing, increased costs that a 
pay rise necessarily brings, some employers 
are choosing to offer one-off, cost of living 
payments to help alleviate hardship. To 
manage future expectations, make it clear if a 
payment is being made on a non-consolidated, 
one-off basis.  

POINTS TO NOTE
l  Some employers do not have the 

resources to offer blanket pay rises or 
lump sum payments across the board and 
so are choosing to target help towards 
their lower paid employees. 

 In these circumstances, it is worth thinking 
through potential issues in advance to 
decide your approach. For example:  

–  How will you decide the salary 
threshold below which you will offer 
help? Picking a seemingly arbitrary 
threshold is likely to upset those who 
earn just above it – can you taper the 
assistance offered to minimise the ‘all 
or nothing’ effect or ‘hook’ the chosen 
threshold to a rational explanation? 

–  How will you apply the threshold for 
part-timers? What will you do if their 
full time equivalent (FTE) earnings are 
above the threshold but their actual 
salary is below?

–  What will you do for those who are 
absent on maternity/ family/ sick 
leave? Some may earn above the 
threshold whilst at work but may be 
earning below whilst on leave. 

–  How will you treat agency workers?

–  Consider whether you want to attach 
any conditions to one-off payments. 
For example, you may want to exclude 

those who have resigned and/or those 
who are working out their notice, or you 
may want to consider phased repayment 
obligations, if someone resigns within a 
short period after receipt. 

l  Particular care will be needed to avoid 
potential claims for discrimination and 
you may wish to seek legal advice. 

l  It is also worth sense-checking decisions 
against real life situations. Be wary 
of taking the tougher line and losing 
goodwill or not targetting those most 
in need when the actual costs of taking 
the more generous approach might not 
ultimately be prohibitive.

l  If you recognise a trade union, or have an 
employee representative group, engage 
with them in advance of seeking to bring 
in changes. In particular, if you have 
collective bargaining arrangements in 
place with a recognised trade union in 
relation to pay and terms and conditions 
of employment, make sure that, in 
offering changes to pay and/ or benefits, 
you do not inadvertently fall foul of the 
collective bargaining process; care needs 
to be taken to avoid the risk of claims 
under s145B of the Trade Union and 
Labour Relations (Consolidation) Act 1992 
(TULR(C)A) for bypassing any collective 
bargaining machinery.
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Subsidies – can you offer subsidies for 
transport, meals at work, free refreshments, 
employee shopping schemes and/or gym 
memberships. Can you broaden the range of 
corporate discounts or loyalty schemes available?

If you have a workplace canteen, can you make 
leftover food available to employees at the end 
of the day (provided that all of the usual food 
safety and food hygiene laws can be observed)?

Interest free loans – can you offer interest 
free loans to alleviate hardship and help with 
unexpected costs (e.g. broken boiler)? Do 
consider any terms which might apply, including 
any qualification requirements and repayment 
provisions – for example, frequency and start 
date for repayments and how you might get 
the money back if the employee leaves?

Benefits

Offer flexibility through salary sacrifice 
schemes – salary sacrifice schemes offer 
employees the ability to choose the benefits that 
offer them most value – childcare vouchers, cycle 
to work schemes, private healthcare, dental 
plans, gym memberships, pensions, etc – as well 
as offering tax savings on certain benefits.

Flexibility through pensions – continue to pay 
into employees’ pensions, even if they discontinue 
or reduce their own contributions during this 
time. Employees approaching retirement may 
have seen the value of their pensions drop, so 
may be looking to increase their pension pot in 
response by making overpayments – with this 
in mind can you offer to match overpayments 
into pensions up to a certain limit?

NOTE OF CAUTION: If you would 
like to offer increased employer 
contributions for a set or limited period 
of time, you should seek legal advice. 
This is because if you were subsequently 
to want to reduce employer 
contributions back to the original level, 
this may trigger consultation obligations.

Make best use of available benefits –
regularly remind employees of existing benefits 
and discounts available to them. Review the 
extent to which benefits are being used and look 
to refresh with more valued alternatives. 

NOTE OF CAUTION: Care should be 
taken if you are offering loans. If, as 
the employer, you make a loan to an 
employee (under a borrower-lender 
agreement) under which no interest 
or other charges are payable, this will 
typically be exempt from the consumer 
credit regime and will not be regulated 
under the Financial Services and Markets 
Act 2000. However, this is dependent on 
the terms and circumstances of the loan. 
You may therefore want to seek legal 
advice on this point. 
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POINTS TO NOTE
l  Be careful when removing or revising 

benefits (even if they are little used). 
Removing contractual benefits usually 
requires a legal process to be followed 
which may include consultation with 
employees. It is easier to remove or revise 
discretionary benefits, but usually it will be 
better to warn employees in good time, 
explain why the benefit is being removed 
and to make it clear, where this is the case, 
that it is being replaced with something 
that will be of more value/ relevance. Also 
remember to adhere to any collective 
bargaining arrangements to avoid falling 
foul of s145B of TULR(C)A – see above.  

l  If you are offering benefits to particular 
sectors of your workforce (for example 

pension help for older workers) you will need 
to make sure that you don’t inadvertently 
give rise to discrimination claims.  

l  Some of the suggestions above may have 
tax implications for you as the employer 
and for the employee. Only certain salary 
sacrifice scheme benefits are tax exempt 
and, depending on their value, interest-free 
loans may be subject to National Insurance. 
Similarly, subsidies, hardship grants and 
other employee benefits may also impact 
tax and National Insurance liability. 

In all of the above circumstances, you may 
want to take legal advice to more fully 
understand the position and your various 
options.

Hardship funds – if you don’t already offer 
access to a hardship fund, consider if you 
can put one in place. Press reports show that 
a number of employers are now setting up 
hardship funds – in some cases on quite a 
large scale. You will need to think about your 
required parameters for accessing the scheme 
and the extent to which you will want proof of 
circumstance. Be mindful of how applications will 
be dealt with – confidentiality will be important. 

Buy back holiday – consider allowing 
employees to sell back unused holiday 
entitlement. However, this must not impact the 
employee’s statutory minimum entitlement to 
5.6 weeks’ paid leave, which cannot be paid in 
lieu save on termination of employment.

Warm banks / access to toiletries – the 
rising cost of energy is well-documented – with 
this in mind, is it feasible to make areas of your 
workplace available to employees (and possibly 
their families) to use out of hours? Check in 
advance that using your premises in this way is 
covered by your insurance provisions.  

The press is also reporting that employees are 
staying away from work due to hygiene poverty 
– can you stock workplace shower and washing 
areas with toiletries? 

Food banks – a number of the large supermarkets 
are reported to be offering free food and higher 
staff discounts to their employees. So if you are in 
the food manufacturing and retail or hospitality 
sectors you may be able to offer food to staff at 
no or low cost. 

We are also aware of reports of staff at one 
hospital, working in conjunction with local food 
poverty charities, to provide food parcels for 
staff. As stated above, you will want to think 
carefully about your external communications 
strategy, as in some instances similar activities 
have resulted in negative press coverage.  

As an alternative to these interventions, which 
won’t work for all organisations, can you raise 
awareness amongst your workforce on how 
they can access food banks? Also consider 
whether, working in conjunction with local, 
established food banks, you may be able set up 
workplace donation points to which your staff 
can contribute.  



8

Burges Salmon      Supporting your people through the cost of living crisis – a short guide for employers Contact us

l  With the above in mind and where you 
are willing to offer increased flexibility at 
the current time, it is likely to be sensible 
to include a provision that employees may 
only take up a second job with your prior 
agreement. You may also wish to consider 
whether any such increased flexibility would 
be permanent or temporary in nature.

Location – are you able to allow employees 
to decide where they want to work, based on 
their personal circumstances. Some employees 
may prefer to work from home or from a more 
convenient site or office to avoid an expensive 
commute.  

Travel – if employees do need to come into 
work, can you allow them to travel outside of 
peak times to reduce transport costs? Consider 
whether you can introduce a car-share scheme.

Childcare – can you offer to revise working 
patterns or shift allocation to help employees 
reduce their childcare costs? 

Working hours – can you offer a shorter 
working week with condensed working days to 
cut down on travel costs and/or to assist staff 
with second jobs?

Overtime – can you make more overtime 
available and/or offer more employees the 
option to take on overtime?

Second jobs, flexing working patterns and locations

Second jobs – many employers include a 
provision in the contract of employment, as 
a matter of course, prohibiting employees 
from working for other employers during 
employment. Research by the insurer, Royal 
London, has estimated that 10 million UK 
workers are considering taking on a second 
job to help alleviate the impact of the increase 
in cost of living. If your contracts include a 
restriction on taking up other work can you 
loosen this provision on a temporary basis, even 
if only for some workers? 

If you are able to do this you may want to:

l  require employees to let you know if they do 
take on a second job and what the hours and 
nature of the work will be;

l  make sure the employee has opted out of 
the 48 hour week under the Working Time 
Regulations 1998 and consider any wider 
health and safety risks of an employee working 
extra hours and more than one job; and

l  make it clear that:

–  any second job should not have any 
impact on the employee’s ability to do 
their primary role; 

–  any second job should not impact on your 
corporate reputation;

–  the employee should not work for any 
organisation which is competing with your 
own (where there is reasonable justification 
for this approach).
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Financial well-being champions – in the same 
way as you may have mental health first aiders, 
consider whether you can train up a team of 
Financial Well-being Champions to act as an 
accessible point of contact to signpost employees 
to good and independent sources of advice and 
to support employees who may be struggling. 
You will need to give careful consideration as to 
which employees may be best suited for this role, 
and as with mental health first aiders, you should 
consider the parameters of the role carefully 
and make these clear. 

Signposting – regularly signpost employees to 
impartial, credible and free financial advice and 
assistance. This can include internal programmes, 
such as Employee Assistance Programmes, 
or external sources of advice (see our list of 
suggested resources at the back of this guide).

Pension planning  – older employees may be 
tempted to access their pension pot early to top 
up their income, so signpost information on 
pension planning and the risk of pension scams. 
For example, signposting them to Pensions Wise 
on the MoneyHelper website will ensure they get 
impartial guidance on the options and risks.

Learning opportunities  – can you put in 
place training sessions to help employees with 
financial skills, debt management, energy 
saving, well-being and support. These can 
help to create spaces to open up conversations 
about money and give your employees the 
opportunity to speak to financial and other 
professionals. 

Mental well-being – many employees are 
very anxious at the moment – some because 
they are facing real hardship, others are 
worried about what might be coming down 
the track. Make sure your managers are alert 
to employees who may be suffering and that 
they are able to explain how your organisation 
can support. Consider the well-being of your 
managers on the ground – they may well be 
having to deal with employees in crisis as well 
as having worries of their own and so may also 
need your support. 

Financial well-being 
awareness
Effective financial management can be very 
challenging and the high rate of inflation 
combined with higher mortgage and living costs 
mean that many people who would not ordinarily 
have financial concerns are now struggling. Levels 
of anxiety are also increasing, not only amongst 
this population, but also amongst those who may 
currently be managing but who are concerned 
about what might be around the corner. It may, 
therefore, be helpful to make your employees 
aware of available resources and organisations 
which can help as well as organising webinars 
and talks, if possible.  

NOTE OF CAUTION: Make it clear to 
employees when offering access to 
support that you are not offering them 
financial advice.

NOTE OF CAUTION: There are potential 
tax and cost implications for employees 
who wish to access their pension pots 
whilst still working – not only will this 
reduce their income in retirement but 
it could also reduce the amount of tax 
relief they will receive on future pension 
contributions.

Can we help you?

We have been advising many 
employers on the different ways 
in which they can offer support 
to employees and the legal 
consequences. 

If we can help your organisation 
in relation to any of the above 
suggestions or if you have other 
employment issues where you 
need advice, please get in touch 
with Luke Bowery or your 
usual Burges Salmon contact.

For a list of organisations 
which may be able to offer 
advise and support, please 
see page 10.

This guide gives general information 
only and is not intended to be an 
exhaustive statement of the law. 
Although we have taken care over the 
information provided, you should not 
rely on it as legal advice. We do not 
accept any liability to anyone who does 
rely on its content.

mailto:luke.bowery%40burges-salmon.com?subject=From%20the%20Cost%20of%20living%20crisis%20brochure
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Useful resources 
The following organisations may be able to offer help and access to useful resources. 
Please click the links below to visit their websites for more information.

Contact us

Citizens Advice  

A free advice service, which (amongst 
other things) provides advice on debt 
and money.  

Help for Households

Details government support available to 
help with the cost of living and includes 
information on find how to save money 
through energy saving tips.

Mental Health & Money Advice

An online advice service, which provides 
free and impartial information, support 
and advice on both mental health and 
financial problems.

MoneyHelper 

A free money and pensions advice service 
established by the Money and Pensions Service 
(itself a body sponsored by the DWP).

Money Saving Expert 

A consumer website, which provides free 
advice on managing money.  

National Debt Line

A debt advice charity, which provides a free 
and confidential debt advice service. 

National Energy Action 

A fuel poverty charity, which provides advice 
and support to people struggling to heat their 
homes affordably. 

Follow us

The Money Charity 

A charity focusing on financial wellbeing. Their 
website provides resources and information 
on managing finances. They also deliver 
workshops, including in the workplace, on 
managing money.

Salvation Army Budget and Debt Advice

The Salvation Army has several debt advice 
centres which provide practical advice and 
pastoral care to those facing financial hardship.

Step Change 

A charity which provides free debt advice 
and support.

Turn 2 Us 

A charity which supports people in 
financial need access to benefits, 
charitable grants and other financial help. 

Which? 

A consumer advice charity which 
(amongst other things) provides 
information and tips on managing money 
on their website. 
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https://www.moneyhelper.org.uk/en
https://www.moneysavingexpert.com/
https://www.nationaldebtline.org/
https://www.nea.org.uk/
https://twitter.com/BurgesSalmon
https://www.linkedin.com/company/burges-salmon-llp/
https://themoneycharity.org.uk/
https://www.salvationarmy.org.uk/budget-and-debt-advice
https://www.stepchange.org/
https://www.which.co.uk/

