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Background

• HBC’s Business Actions for a Healthy Society are the result of an extended ideation process together with a multi-sector and 

cross-industry coalition of companies to identify actions and collaborative solutions that companies could take to improve 

health and well-being in the U.S.  

• This document offers a roadmap for companies that are interested to advance Action 2, building workforce economic security. 

It outlines a set of concrete individual and collective actions that companies can take to ensure that their direct and indirect

workers in the U.S. are able to overcome poverty and build wealth. Building economic security is a critical intervention for 

ensuring that the changing world of work supports good health for everyone.

• This roadmap was developed and refined by BSR through an iterative qualitative research and corporate engagement process. 

HBC’s corporate members inputted into the roadmap through a back-casting exercise, imagining which corporate actions and 

behavior, public policies and social expectations and norms would need to evolve over time to achieve our desired outcome by 

2030, and outlining actions companies can take today to initiate the necessary evolution.

The Healthy Business Coalition (HBC) is a collaborative initiative working to reimagine how 

business can invest in health along the value chain. 
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• Economic stability is considered by the CDC to be a social determinant of 

health, one of the underlying conditions in the places where people live, 

learn, work, and play that affects a wide range of health risks and quality of 

life outcomes.1

• Financial insecurity, characterized by a lack of basic necessities and access 

to a safety net, causes cognitive distress. It measurably affects worker 

physical and mental health, including leading to decreased productivity 

and performance, and increased injury rates.2

• 54% of workers say that financial challenges cause them the most stress 

out of all other factors in their lives, self reported to impact their 

relationships, work productivity, work absenteeism rates, and their health.3

• Economic insecurity is on the rise. 25% of Americans lack any savings for 

retirement, and worker debt continues to grow. The net worth of working-

class and poor households has declined in real terms by 20% due to an 

escalating accumulation of debt.4

• Economic inequality also disproportionately impacts marginalized 

groups such as women and BIPOC. For example, an average Black 

American family has only 10% of the wealth of a typical White family.5

• The changing world of work, including the rise in new work models such as 

gig work, the decline in job stability and benefits such as pensions, and 

growing wealth inequality and indebtedness is leading to increased stress 

and health risks for the American workforce, and increased costs for 

businesses. 

Action 2: 

Build Workforce 
Economic Security

Create good jobs – including offering paid leave, 

living wages, financial health, and benefits that 

meet the basic needs of direct and indirect 

workers and their families – that reduce poverty 

and build wealth

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

The health and business issue

3

http://www.equality-of-opportunity.org/papers/abs_mobility_paper.pdf
http://www.who.int/mental_health/evidence/en/promoting_mhh.pdf
https://www.pwc.com/us/en/industries/private-company-services/images/pwc-9th-annual-employee-financial-wellness-survey-2020.pdf
http://www.who.int/mental_health/evidence/en/promoting_mhh.pdf
https://www.brookings.edu/blog/up-front/2020/02/27/examining-the-black-white-wealth-gap/


Building Workforce Economic Security: What needs to 
happen?
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HBC’s Vision: Companies provide quality work, for direct and indirect workers, that enable them to attain sustainable 

livelihoods for themselves and their families, balance work and life responsibilities, and plan for economically secure and 

prosperous futures.  

Objectives that need to be met in order to reach our vision

1. Equitable access 
to quality work 
for all, especially 
for traditionally 
marginalized 
communities

2. Compensation and 
working 
arrangements that 
deliver sustainable 
livelihoods

3. Working 
arrangements, 
family leave, and 
care benefits that 
enable workers to 
achieve work-life 
balance and care 
for themselves and 
their families

4. Leave and 
insurance 
provisions that act 
as robust safety 
nets, enabling 
workers, and their 
families, to 
overcome 
emergencies and 
shocks

5. Benefits, training, 
and support that 
enable workers to 
make financial 
decisions that 
build security, 
wealth, and assets 
to serve their 
current and future 
needs

6. Freedom to 
choose and 
change work 
arrangements with 
equitable 
information and 
without forfeiture 
of the benefits of 
Objectives 1-5

Achieving these objectives will require varying interventions and strategies across different sectors, industries, and companies; however, the objectives should be 

considered equally important for workers of all types including traditional, part-time, white and blue collar, and independent contractors, among others. 



• Inclusive Talent Pipeline 

Development

• Inclusive Recruiting, 

Hiring, and Onboarding

• Application of DEI and 

Gender Lenses to 

Workforce Development 

and Reorganization

• Living Wages

• Pay Equity

• Work and Scheduling 

Stability

• Employee Ownership 

Models

• Collective Data Rights

• Paid Family & Medical 

Leave

• Pregnancy 

Accommodations

• Affordable Child Care

• Flexible Working 

Arrangements

• Paid Sick Leave

• Unemployment Insurance

• Workers Compensation

• Emergency Financial 

Support

• Life Insurance

• Financial Literacy

• Access to Financial 

Instruments such as 

banking & loans

• Short-term Savings

• Retirement Savings

• Portable Benefits

• Transparent 

Compensation and 

Benefits Information

• Worker Representation

• Paid Leave to participate 

in political processes such 

as voting

Building Workforce Economic Security: A Roadmap 
for Business Action
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Vision: Companies provide quality work, for direct and indirect workers, that enable them to attain sustainable livelihoods for 

themselves and their families, balance work and life responsibilities, and plan for economically secure and prosperous futures. 

Objectives

Interventions that companies can invest in to achieve the objectives and vision 
Note: The following HBC Business Actions for a Healthy Society are critical to Building Workforce Economic Security but are not explored in detail as a part of this Theory of Change
- Action 1: Ensure Access to Healthcare (Including Sexual and Reproductive Healthcare)
- Action 4: Invest in Lifelong Learning

1. Equitable access 
to quality work 
for all, especially 
for traditionally 
marginalized 
communities

2. Compensation and 
working 
arrangements that 
deliver sustainable 
livelihoods

3. Working 
arrangements, 
family leave, and 
care benefits that 
enable workers to 
achieve work-life 
balance and care 
for themselves and 
their families

4. Leave and 
insurance 
provisions that act 
as robust safety 
nets, enabling 
workers, and their 
families, to 
overcome 
emergencies and 
shocks

5. Benefits, training, 
and support that 
enable workers to 
make financial 
decisions that 
build security, 
wealth, and assets 
to serve their 
current and future 
needs

6. Freedom to 
choose and 
change work 
arrangements with 
equitable 
information and 
without forfeiture 
of the benefits of 
Objectives 1-5

https://healthybusiness.bsr.org/actions


HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

How to use the Roadmap

• HBC’s Workforce Economic Security roadmap identifies a set of core objectives that need to be met in order to achieve workforce economic 

security in the U.S., as well as a set of interventions that companies can take individually and collectively to bring about these objectives. To 

advance holistic workforce economic security, companies are encouraged to invest in individual and collective interventions across all 

objectives.

• The roadmap is not intended to be formulaic, but rather to offer a framework for considering a suite of investments that a company might take 

to improve workforce economic security, and the expected social impacts of those investments. The interventions listed are indicative, 

highlighting existing approaches that have demonstrated high potential to contribute to their objective. Companies may identify additional 

interventions that complement the objectives. 

• Companies can apply the roadmap framework to:

❑ Refine the vision for workforce economic security and wellbeing to be relevant to the company’s unique workforce

❑ Review the objectives to identify:

❑ Where the company is already supporting workers to meet the objectives

❑ Where there might be gaps, either for all or part(s) of the workforce, where the company can invest further

❑ Review the list of interventions to identify specific opportunities that the company can take further

❑ Across each objective, select the intervention/set of interventions that enable the company to improve the economic security of direct 

and indirect workers across their value chain.

❑ Review the Intervention Deep Dives on the following pages to find inspiration for actions the company can take for each intervention.

An action plan for business
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Inclusive Recruiting, Hiring, and Onboarding

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

Intervention Deep Dives

• HBC participants identified three interventions 

where there is significant opportunity to 

advance workforce economic security. 

• The following pages evaluate these three 

interventions in deeper detail, demonstrating 

the steps companies can take themselves, in 

collaboration with peers, and in partnership 

with suppliers to advance workforce economic 

security. Each deep dive is accompanied by a 

curated set of resources that offer deeper 

guidance across each action step. 

• Through this analysis, HBC finds that 

significant progress can be made on Inclusive 

Employment and Financial Literacy through 

individual and collective company action. 

However, advancing greater portability of the 

benefits and social safety nets that underwrite 

workforce economic security is an evolving 

effort that requires significant cross-sector will 

and collaborative action to make progress.

Case studies on specific intervention opportunities

• Portable Benefits

• Financial literacy

Portable Benefits

• All workers, regardless of employment classification or status, have 

the freedom to choose and change work arrangements without 

forfeiture of benefits that contribute to workforce economic security 

Financial Literacy

• All workers have access to training and support to make financial 

decisions that build security, wealth, and assets to serve their current 

and future needs

• All people, with a specific focus on marginalized groups such as 

women and BIPOC, have full access to job and advancement 

opportunities in truly inclusive work environments
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Inclusive Recruiting, Hiring, and 

Onboarding
All people, with a specific focus on marginalized groups such as women and 

BIPOC, have full access to job and advancement opportunities in truly inclusive 

work environments

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY 8



The Business and Health Issue What is Workforce Inclusion?

“The achievement of a work environment 
in which all individuals are treated fairly 
and respectfully, have equal access to 
opportunities and resources, and can 
contribute fully to the organization’s 

success.”

– SHRM

Inclusive Recruiting, Hiring, and Onboarding

9

• Businesses have the opportunity to contribute to worker and community health 

while also supporting their core business needs through offering roles to people 

who might otherwise have limited prospects to attain a quality job.

• There is strong evidence that unemployed people face poorer health outcomes 

than their employed peers, in large part due to the stresses of being unemployed 

and without an income.6 While not all employment contributes to positive health 

outcomes, quality jobs that offer job security, a safe work environment, and 

financial stability supports good physical and mental health outcomes.7

• Minority populations in the U.S. particularly face systemic barriers that limit their 

access and retention of quality jobs employment. For example, the National 

Bureau of Economic Research finds that black workers receive extra scrutiny from 

bosses than their white peers, which can lead to worse performance reviews, 

lower wages, and even job loss, exacerbating racial gaps in the labor force.8

• According to a population survey conducted in 2020, more than 80 percent of 

Black Americans believe it is very important for companies to pay a living wage, 

commit to diverse hiring and apprenticeships, and create a diverse supplier 

pipeline, not only as a tenet of a company’s social contract with society, but also 

to contribute to social justice and equal opportunity for all in the U.S. 9

• By investing in inclusive hiring practices that promote equal opportunity, 

diversity, fair treatment in the workplace, human capital, and skill development 

throughout worker’s careers, companies can help ensure their own continued 

success and see to it that economic benefits and wellbeing also accrue to their 

workers and communities in which they conduct business.

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

https://www.healthypeople.gov/2020/topics-objectives/topic/social-determinants-health/interventions-resources/employment
https://www.healthypeople.gov/2020/topics-objectives/topic/social-determinants-health/interventions-resources/employment
https://www.nber.org/papers/w21612
https://justcapital.com/reports/just-capital-2020-survey-results/


Opportunities to Take Action

1) Use the business case to advocate for 

inclusive employment initiatives 

• There is a robust business case for increasing the inclusion and diversity of corporate workforces. Companies that proactively 

cultivate diverse workforces at all levels in the organization and create inclusive work cultures consistently financially outperform 

their less diverse peers.10

• A culture of inclusion and diversity is increasingly important to workforce satisfaction and retention as well: 47% of millennial 

workers view a commitment to diversity and inclusion as a key aspect of corporate culture that they look for in their job search.11

• Companies that seek to impact wellness must also cultivate a culture of inclusion that actively works against discrimination and

subordination and builds trust amongst diverse employees.12

2) Tap into existing collaborations and 

networks of resources to guide your 

efforts

• Companies can participate in collaborative efforts with peers and stakeholders that aim to increase the diversity and inclusion of 

workplaces through cultivating diverse talent pipelines, contribute to the development of new research, resources, and tools to help 

companies launch, manage, and measure their inclusive employment efforts, and raise awareness among peer companies, suppliers, 

business partners, investors, governments, and other stakeholders to create a better market for inclusive employment.

3) Review and refine your organization’s 

recruitment, hiring, and onboarding 

policies and practices to eliminate bias 

and ensure that diverse workers succeed 

in securing and retaining a good job

• Low-income groups and people who face frequent discrimination such as BIPOC are confronted by many, often unacknowledged 

and systemic, barriers to securing and retaining quality jobs. For example, requirements for academic qualifications have risen over 

time across the job market, blocking many low-income applicants from getting their foot in the door to a quality job. Recent 

research finds that 67% of production supervisor job postings request college degrees, while only 16% of current supervisors have 

one.13

• Companies can review and refine every system through which job candidates are identified, selected, and cultivated for future roles 

within the company, to eliminate bias and improve accountability to the company’s diversity and inclusion goals.

4) Monitor and evaluate the company’s 

policies and practices over time to 

continuously improve

• Companies can establish diversity, equity, and inclusion targets and goals and measure progress against meeting these goals, 

including evaluating the outcomes of all workforce changes (i.e., recruiting/ hiring, compensation, attrition) to identify and rectify any 

racial, gender, or other discriminatory disparities.

5) Support extension of inclusive 

employment efforts for your suppliers’ 

workforces

• Companies can prioritize suppliers that intentionally hire and provide career development opportunities to people who otherwise have 

limited prospects for formal employment, thus contributing to their capacity to offer more good jobs to people in need.

• Companies can also encourage their suppliers to establish or advance their internal inclusive employment practices to reflect the 

diversity of the communities they operate in.

HBC’s Vision: All people, with a specific focus on marginalized groups such as women and BIPOC, have full access to job 

and advancement opportunities in truly inclusive work environments.

Inclusive Recruiting, Hiring, and Onboarding: Taking 
Action
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https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://instituteforpr.org/millennialswork-perspectives-diversity-inclusion/
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://www.hbs.edu/managing-the-future-of-work/Documents/dismissed-by-degrees.pdf


Inclusive Recruiting, Hiring, and Onboarding: Resources
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Action Resources

Use the busines case to 

advocate for inclusive 

employment initiatives

• Report: McKinsey: Delivering through Diversity (McKinsey & Co., 2017)

• Report: The Competitive Advantage of Racial Equity (FSG and PolicyLink, 2017)

Tap into existing collaborations 

and networks of resources to 

guide your efforts

• Collaboration: 100,000 Opportunities Initiative is a coalition of employers and community partners committed to hiring 

opportunity youth and helping businesses thrive

• Collaboration: Talent Rewire is a network of employers to unlock business value through advancing opportunity 

employment; improving the livelihoods of people facing systemic barriers to employment while generating a return on 

investment to their companies

• Collaboration: One Fair Wage (OFW) is a national campaign, coalition, and organization that works to ensure a full and fair 

minimum wage for all, including young, tipped, disabled, incarcerated, and gig workers

• Collaboration: Recover Stronger Initiative is a coalition of employers leading the way by adopting and implementing 

sustainable talent practices that increase career opportunity and mobility for their people

Review and refine your 

organization’s recruitment, 

hiring, and onboarding policies 

and practices to eliminate bias 

and ensure that diverse 

workers succeed in securing 

and retaining a good job

• Tool: Opportunity Navigator (Talent Rewire and Grads of Life): Learn about best practices in Opportunity Employment, how 

you might work on them at your company, and which resources are right for you

• Report: Reducing Poverty through Employment (BSR, 2019)

• Report: A Guide to Recruiting and Hiring the Long-Term Unemployed (Deloitte, 2014) 

• Resource: The Good Jobs Institute : Good Jobs Scorecard and Strategy Diagnostic

• Resource: WorkRise Research-to-Action Network (The Urban Institute): Evidence based research

• Tool: Job Design Framework (National Fund for Workforce Solutions)

• Report: Fund the People: Talent Justice Toolkit (Fund the People, 2019)

• Report: Intersectionality in the Workplace: Broadening the Lens of Inclusion  (Bentley University, 2019)

Monitor and evaluate the 

company’s policies and 

practices over time to 

continuously improve

• Tool: Working Metrics: a data analytics platform that lets you improve business decisions and results through deep insights 

into job quality and diversity

• Tool: Social Impact Measurement Framework (BSR, 2019)

Support extension of inclusive 

employment efforts for your 

suppliers’ workforces

• Article: Why You Need a Supplier Diversity Program (HBR, 2020)

• Report: D&B Supplier Diversity Solutions Overview: The Growing Business Imperative for Supplier Diversity (D&B, 2014)

• Resource: The Impact Sourcing Buyers’ Guide, and Impact Sourcing Standard (BSR, 2018)

https://www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity
https://www.fsg.org/publications/competitive-advantage-racial-equity
https://www.100kopportunities.org/
https://www.talentrewire.org/
https://onefairwage.com/
https://www.jff.org/what-we-do/impact-stories/corporate-leadership/recover-stronger/
https://www.opportunitynavigator.org/about-navigator/
https://www.bsr.org/reports/Reducing_Poverty_through_Employment.pdf
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/about-deloitte/us-employer-handbook-recruiting-and-hiring-the-long-term-unemployed.pdf
https://goodjobsinstitute.org/
https://www.workrisenetwork.org/about-workrise
https://nationalfund.org/our-solutions/make-jobs-better-for-competitive-advantage/job-quality-resource-center/defining-job-quality/
http://fundthepeople.org/toolkit/wp-content/uploads/2019/06/TalentJusticeToolkit.pdf
https://www.bentley.edu/centers/center-for-women-and-business/intersectionality-research-report-request
https://www.workingmetrics.com/
https://gisc.bsr.org/files/GISC-ISSIF-Measurement-Framework.pdf
https://hbr.org/2020/08/why-you-need-a-supplier-diversity-program
https://www.dnb.com/content/dam/english/dnb-solutions/supply-management/The-Growing-Business-Imperative-for-Supplier-Diversity.pdf
https://gisc.bsr.org/files/BSR_GISC_Buyers_Guide.pdf
https://gisc.bsr.org/files/BSR_GISC_Impact_Sourcing_Standard.pdf


Financial Literacy
All workers have access to training and support to make financial decisions that 

build security, wealth, and assets to serve their current and future needs

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY 12



Financial Literacy
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• American workers are increasingly being put in charge of 

managing their own financial future and are ill equipped to do so. 

• Combined with an increase in access to various debt options such 

as credit cards, mortgages, and student loans, many workers 

are also facing a reduction in access to the social safety nets and 

pension plans that previous generations depended upon to 

navigate financial shocks and on-time retirement planning.14

• At the same time, the American workforce are facing substantial 

debts and savings challenges: at the beginning of the COVID 19 

pandemic in 2020, a survey found that 38% of all workers had less 

than $1,000 saved to deal with unexpected expenses.15

• Employees who report being worried about their financial health 

also indicate that their financial stress causes them to be less 

productive at work. 16 Many financially stressed employees also 

report that financial worries negatively impact their health and 

relationships.17

• By supporting workforce financial literacy, companies and workers 

will benefit from increased productivity and retention, lower stress 

levels, lower health care costs and absenteeism, and greater 

resilience to economic shocks.

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

The Business and Health Issue What is Financial Literacy?

“The ability to make informed 

judgments and to take effective actions 

regarding the current and future use 

and management of money. It includes 

the ability to understand financial 

choices, plan for the future, spend 

wisely, and manage the challenges 

associated with life events such as a 

job loss, saving for retirement, or 

paying for a child’s education.”

– The Government Accounting Office 
(GAO)

https://www.cnbc.com/2020/02/26/debt-among-older-americans-increases-dramatically-in-past-two-decades.html
https://www.pwc.com/us/en/industries/private-company-services/images/pwc-9th-annual-employee-financial-wellness-survey-2020.pdf
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/pages/financial-literacy-programs-improve-productivity-performance.aspx
https://www.pwc.com/us/en/private-company-services/publications/assets/pwc-financial-stress-and-bottom-line.pdf
https://www.gao.gov/new.items/d0593sp.pdf


Opportunities to Take Action

1) Use the busines case to advocate for 

financial literacy training and support at 

your company

• A strong business case can be made for investing in financial literacy by combining financial assessment results to HR metrics such as rates of 

absenteeism, performance, turnover, medical costs etc. 

• Companies can start by surveying their workers to assess the financial issues they are facing by different demographic categories. They can 

then tailor their offerings, and monitor progress on uptake combined with the HR metrics.18

2) Tap into existing collaborations and 

networks of resources to guide your 

efforts

• Employers need not go it alone in ensuring their workforce has access to the programs, services, and learning opportunities they need to 

improve their financial literacy and resilience. Companies can support local, state, and national efforts to improve population financial literacy 

(such as the Jump$tart Coalition for Financial Literacy), as well as enroll in collaborative programs that reach their own workforces.

3) Make financial wellness training and 

financial coaching equitably available 

and accessible for your employees 

• 40% of employees want their employer to provide access to a financial professional to help them manage their financial matters, including 

general trainings, education tailored to age, and access to financial professionals who can assist them in developing personalized financial 

strategies. 

• Survey employees to understand what information they seek, covering not only savings and retirement, but also budgeting, debt counseling, 

and using health savings accounts to save for future healthcare expenses. 19

• Employees may benefit also from assistance from an on-site resource navigator to help in navigating complex system of government benefits 

they may be eligible for, as well as other resources that can help them manage personal finances and access affordable childcare. 20

• Offer trainings and access to resource navigator support during paid work hours so employees do not have to forfeit earnings to participate. 

• Pay attention to the unique needs of different demographic groups, such as women, minorities, entry-level workers, and employees who are 

close to their retirement age.

4) Improve access to short and long-term 

financial instruments

• Employers can increase worker financial security through offering direct access to savings, loan, and retirement options. 

• For example, a company can offer workers the ability to send automatic deposits from payroll deductions to emergency savings accounts 

(ESAs)21, access affordable loans, or access income advances to help them pay for unexpected expenses and build resilience to economic 

shocks such as illness. 22

• Consider how to design offerings with behavioral “nudging” (e.g., making short and long-term savings programs opt-out rather than opt-in), 

to encourage employees to take advantage of financial instruments provided. 

• Bank at work partnerships can encourage worker uptake of savings and investment accounts.

5) Support extension of financial literacy 

efforts for your suppliers’ workforces

• Going beyond their own workforces to address community and value chain needs, companies can help to address the financial literacy and 

barriers that supply chain workers face to accessing financial products and services. Such investments create more resilient and healthy 

workforces across value chains and contributes to global financial inclusion goals. 23

HBC’s Vision: All workers have access to training and support to make financial decisions that build security, wealth, 

and assets to serve their current and future needs.

Financial Literacy: Taking Action
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https://www.pwc.com/us/en/private-company-services/publications/assets/pwc-financial-stress-and-bottom-line.pdf
https://www.jumpstart.org/who-we-are/about/
https://www.benefitplans.baml.com/publish/content/application/pdf/GWMOL/Workplace_Benefits_Report_Millennials.pdf
https://www.fsg.org/publications/investing-entry-level-talent
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/emergency-savings-accounts-funded-by-payroll-deductions-boost-financial-wellness.aspx
https://www.shrm.org/hr-today/news/all-things-work/pages/employers-help-workers-get-financially-fit-.aspx
https://www.bsr.org/reports/BSR_Financial_Inclusion_in_the_Supply_Chain_final.pdf


Financial Literacy: Resources
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Action Resources

Use the busines case to 

advocate for financial literacy 

training and support at your 

company

• Report: Special Report: Financial Stress and the Bottom Line (PWC, 2017)

• Tool: How To Calculate The ROI Of A Financial Fitness Program (Financial Fitness Group)

• Report: Pathways to Financial Well-Being: The Role of Financial Capability (Consumer Financial Protection Bureau, 

2018)

Tap into existing 

collaborations and networks 

of resources to guide your 

efforts

• Collaboration: JUST Capital, PayPal, Good Jobs Institute, Financial Health Network Collaboration: Worker Financial 

Wellness Initiative

• Collaboration: Jump$tart Coalition for Financial Literacy, and Financial Literacy Month (Jump$Start)

Make financial literacy 

trainings and financial 

coaching equitably available 

and accessible for your 

employees 

• Report: Workplace Financial Wellness Services: A Primer for Employers (SHRM and Prosperity Now, 2017)

• Article: Employers Feel More Responsible for Employees’ Financial Wellness (SHRM, 2020)

Improve access to short and 

long-term financial 

instruments

• Research on current employer financial offerings trends: Financial Wellbeing Research Center and the EBRI Financial 

Wellbeing Employer Survey (ERBI)

Support extension of financial 

literacy efforts for your 

suppliers’ workforces

• Report: Financial Inclusion in the Supply Chain (BSR, 2011)

• Supply Chain Collaboration: HERfinance: A collaborative initiative that strives to empower low-income women working 

in global supply chains

https://linkprotect.cudasvc.com/url?a=http%3a%2f%2fclick.news.urban.org%2f%3fqs%3d70d1406ffec253b9f07cbe488262f2e891ad0d895604f4fd5d7a727f50bda9af0a0f181bc0da73f8e7f7847f242f87723341aa337ef20c05&c=E,1,NtjKij1CvXu9UQqaMgP88HF2JKuSWK0UshUi7-Xt1uiqDEX5q04hbWUzdrYYDT7TTlkin4erqVPamEmg1eR5L-4T2n_FtLGZbMZC1VXwcCjkGY2ByGOxRp1MznvM&typo=1
https://www.pwc.com/us/en/private-company-services/publications/assets/pwc-financial-stress-and-bottom-line.pdf
https://financialfitnessgroup.com/resources/
https://files.consumerfinance.gov/f/documents/bcfp_financial-well-being_pathways-role-financial-capability_research-brief.pdf
https://justcapital.com/reports/worker-financial-wellness-initiative/
https://www.jumpstart.org/what-we-do/promote-financial-literacy/financial-literacy-month/#:~:text=April%20is%20Financial%20Literacy%20Month&text=Throughout%20the%20month%20of%20April,well%2Dbeing%20for%20all%20consumers.
https://prosperitynow.org/files/PDFs/workplace_financial_wellness_services_revised.pdf
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-feel-more-responsible-for-employees-financial-wellness.aspx
https://www.ebri.org/financial-wellbeing/financial-wellbeing-research-center
https://www.bsr.org/reports/BSR_Financial_Inclusion_in_the_Supply_Chain_final.pdf
https://herproject.org/programs/herfinance


Portable Benefits
All workers, regardless of employment classification or status, have the freedom to 

choose and change work arrangements without forfeiture of the benefits that 

contribute to workforce economic security 
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The Business and Health Issue What are Portable Benefits?

“Portable benefits are connected to an 

individual, rather than a particular employer, 

and so they can be taken from job to job 

without interruption in coverage or loss of 

funding.”

- The Aspen Institute

Portable benefits should be an “integrated 

system of benefits that is inclusive of all 

workers; portable to prevent interruption 

due to job loss; people-centric to prioritize 

the experience of those who need it to 

work; and interoperable across technology 

systems.”

- Benefits21

Portable Benefits

• In the U.S., key aspects of the social safety net are tied to traditional, 

full-time employment, with many related benefits provisioned 

privately, at the discretion of the employer. Not only does this restrict 

access to important benefits for a growing pool of non-traditional 

workers, but it also puts traditional employees at risk when they lose 

or change their jobs. 

• This is not just a gig economy issue. Trends show benefits for all 

workers have eroded over the past decades while non-traditional 

employment, which includes part-time, on-demand, and contract 

workers of all types, is growing, currently providing the primary 

source of income for at least 1 in 10 workers across the U.S. today. It 

is estimated that at least another tenth of workers supplement 

household income with non-traditional work.24 Some estimate total 

independent contractors in the U.S. as high as 60 million.25

• Since non-traditional workers are disproportionately people of color
25, failure to address this benefits gap contributes to ongoing racial 

and economic injustice.

• These workers have limited access to accrue, contribute to, and 

manage benefits critical to workforce economic security, leaving 

them vulnerable to economic and health shocks, and leaving 

companies vulnerable to workforce instability and productivity losses. 

HBC BUSINESS ACTIONS: BUILD WORKFORCE ECONOMIC SECURITY

https://www.aspeninstitute.org/programs/future-of-work/nontraditional-work/
https://www.aspeninstitute.org/publications/benefits21-a-modernized-system-of-benefits/
https://assets.aspeninstitute.org/content/uploads/2019/06/Designing-Portable-Benefits_June-2019_Aspen-Institute-Future-of-Work-Initiative.pdf
https://www.linkedin.com/pulse/gig-economy-post-prop-22-world-remote-salary-calm-anxiety-paul-estes/
https://www.linkedin.com/pulse/gig-economy-post-prop-22-world-remote-salary-calm-anxiety-paul-estes/


Opportunities to Take Action

1) Proactively provide benefits that 

contribute to workforce economic 

security to your direct workforces, and 

request that your suppliers do as well

• Since many benefits key to workforce economic security are not mandated, especially for non-traditional workforces, companies can 

demonstrate leadership in contributing to workforce economic security by providing quality voluntary benefits for their workforces.

• Companies should consider strategies for how to provide equitable benefits to all workers, including full-time, part-time, and on-demand 

workforces. For subcontracted workforces, companies can use their purchasing power to negotiate minimum benefits requirements, similar to 

what they provide to their direct employees, in their contract terms.  

• There is a strong business case for providing voluntary benefits, based on their connection with worker well-being and business outcomes –

broadly, 69% of employees report ‘having a wider array of benefits would increase loyalty to their employer. 26 Companies can build the 

business case for specific benefits by focusing on employees’ expressed needs, how related benefits address business pain points, and how 

employees will uptake and benefit form the offering. 27 It is important to engage workers to ensure relevancy of benefits provided. 

• In addition to providing quality voluntary benefits, companies can facilitate on-site resource navigators to connect workers with available 

company and community resources that best address their specific needs. 28 Of employees who ‘understand their benefits’, 49% are 

“holistically well compared with only 15% of employees who report not understanding their benefits. 29 

2) Learn more about what portable 

benefits are, how they can work for all 

workers, and how business can 

advance them

• Although proactively providing voluntary benefits to direct and indirect workforces is foundational way for companies to contribute to 

building workforce economic security, achieving this more broadly will require advocating for more universal and equitable access to benefits 

for all workers. Companies can begin to familiarize themselves with portable benefits systems as a means to achieve this.

3) Get familiar with existing examples of 

Portable Benefits Systems, including 

existing systems and mechanisms that 

may be relevant to your workforce or 

workforces across your value chains

• While by no means ubiquitous, portable benefits systems are also not theoretical. There are many examples including national (e.g., Social 

Security, the Affordable Care Act), state (e.g., Washington State Paid Family & Medical Leave, the Black Car Fund), and industry or sector-led 

(Alia for domestic workers, Trupo for freelancers) that offer ideas for how these systems can initiate and grow, as well as lessons learned.

• Companies can familiarize themselves with these examples both to better understand the current landscape and to identify existing 

opportunities that may benefit their existing direct and indirect workforces. For example, Stride is a non-sector specific platform that enables 

companies to establish portable benefits systems for their “non-benefitted” employees and independent contractors. 

4) Participate in on-going dialogue 

towards collaborative action and policy 

advocacy that advances portable 

benefits

• While this roadmap begins to outline actions companies can take to demonstrate leadership as benefits providers and get familiar with 

portable benefits systems concepts and existing examples, significant collaborative action and advocacy will be required in order to make 

these systems broadly available and functional in support of greater workforce economic security for all. 

• Achieving this will require the collaboration of the private sector, workforces and workforce representation, government, investors, finance 

and technology innovators, non-profit and research experts, and others over the next decade. Companies, as employers of direct and indirect 

workforces and as historically primary benefits providers, have a key responsibility and opportunity to shape the path forward. 

HBC’s Vision: All workers, regardless of employment classification or status, have the freedom to choose and change 

work arrangements without forfeiture of benefits that contribute to workforce economic security 

Portable Benefits: Taking Action
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https://www.metlife.com/content/dam/metlifecom/us/ebts/pdf/MetLife-Employee-Benefit-Trends-Study-2020.pdf
https://www.urban.org/sites/default/files/publication/100397/making_the_business_case_for_employee_well-being_1.pdf
https://www.urban.org/sites/default/files/publication/100397/making_the_business_case_for_employee_well-being_1.pdf
https://www.metlife.com/content/dam/metlifecom/us/ebts/pdf/MetLife-Employee-Benefit-Trends-Study-2020.pdf
https://www.myalia.org/
https://www.businesswire.com/news/home/20180731005286/en/Meet-Trupo-New-Kind-Insurance-Company-Offer
https://www.stridebenefits.com/?utm_source=paid_google&utm_medium=paid_search&utm_campaign=portable_benefits&utm_term=portable%20benefits%20gig%20economy&utm_campaign=Portable+Benefits&utm_source=adwords&utm_medium=ppc&hsa_acc=8206922850&hsa_cam=10956397914&hsa_grp=108009012472&hsa_ad=459639530139&hsa_src=g&hsa_tgt=kwd-944242980384&hsa_kw=portable%20benefits%20gig%20economy&hsa_mt=b&hsa_net=adwords&hsa_ver=3&gclid=CjwKCAiAkan9BRAqEiwAP9X6UdN1G6UDZ7ZyfKbZx2uqEGL5WJA8l0Kcpr-PV9b3dFB8XUqAqJoaHxoCx3UQAvD_BwE
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Action Resources

Proactively provide benefits 

that contribute to workforce 

economic security to your 

direct workforces, and 

request that your suppliers 

do as well

• Report: Making the Business Case for Employee Well-Being (The Urban Institute, 2020)

• Report: Employee Benefits in the United States (Bureau of Labor Statistics, 2020)

• Report: Metlife Employee Benefits Trends (Metlife, 2020)

• Tool: Employee Prioritization of Benefits, by Company and Employee Filters (Metlife, 2020)

• Blog: Guidance on seeking employee feedback on benefits programs (Qualtrics, 2020)

Learn more about what 

portable benefits are, how 

they can work for all workers, 

and how business can 

advance them

• Report: Economic Security for the Gig Economy (Etsy, 2016)

• Report: Designing Portable Benefits: A Resource Guide for Policy Makers (The Aspen Institute, 2019)

• Overview of Action Taken by U.S. State: Universal Portable Benefits State Scan (Bell Policy Institute, 2019)

• Panel Discussion: The Role of Portable Benefits in Modernizing the Social Contract (BSR, 2020)

• Report: A Modernized System of Benefits is the Foundation for an Inclusive Economy (Benefits21, 2020

Get familiar with existing 

examples of Portable Benefits 

Systems, including existing 

systems and mechanisms 

that may be relevant to your 

workforce or workforces 

across your value chains

• Example: The Washington State Paid Family & Medical Leave Program, launched in 2020, provides a state-level 

example that built on previous State examples and brought government, employers, and worker representation 

together to oversee program design. See some early lessons learned.

• Example: The Black Car Fund  is an example of a publicly mandated, privately administered portable benefit. It 

emerged from New York state law in 1999, mandating workers compensation for black car drivers and later 

expanded to include ride-share drivers. Benefit provision is funded by a surcharge on passengers.

• Example: Stride is a non-sector specific platform that enables companies to establish portable benefits systems for 

their “non-benefitted” employees and independent contractors. 

• For more examples, see Designing Portable Benefits Guide for Policy Makers, Existing Models Guide

Participate in on-going 

dialogue towards 

collaborative action and 

policy advocacy that 

advances portable benefits

• Initiative: Benefits21 engages and activates leaders with deep expertise in the fields of public, private, and portable 

benefits, to radically reimagine benefits design and delivery with workers at the center of the process.

• Collaboration: BSR and the Healthy Business Coalition (HBC) are continuing development of a roadmap for how 

companies can advance collaborative action and advocacy to make portable benefits systems broadly available in 

support of greater workforce economic security for all. 

https://www.urban.org/sites/default/files/publication/100397/making_the_business_case_for_employee_well-being_1.pdf
https://www.bls.gov/news.release/pdf/ebs2.pdf
https://www.metlife.com/employee-benefit-trends/ebts2020-holistic-well-being-drives-workforce-success/?cid=caea4&utm_id=caea4&utm_source=google&utm_medium=cpc&utm_campaign=g_ebts_2q20_MediaCom&utm_content=all_taken+from+adwords&promoid=caea4&gclid=CI64uOCb-uwCFYpYfgod-GcGug
https://www.metlife.com/iframe-fathom-benefits-2020/
https://www.qualtrics.com/blog/employee-benefits-program-feedback/
https://extfiles.etsy.com/advocacy/Etsy_EconomicSecurity_2016.pdf
https://www.aspeninstitute.org/publications/designing-portable-benefits/
https://www.bellpolicy.org/2019/08/26/universal-portable-benefits-state-scan/
https://vimeo.com/471122885/a47c9ed8dchttps:/vimeo.com/471122885/a47c9ed8dc
https://www.aspeninstitute.org/publications/benefits21-a-modernized-system-of-benefits/
https://paidleave.wa.gov/
https://www.opportunityinstitute.org/research/post/preliminary-lessons-from-implementing-paid-family-medical-leave-in-washington/
http://www.nybcf.org/
https://www.stridebenefits.com/?utm_source=paid_google&utm_medium=paid_search&utm_campaign=portable_benefits&utm_term=portable%20benefits%20gig%20economy&utm_campaign=Portable+Benefits&utm_source=adwords&utm_medium=ppc&hsa_acc=8206922850&hsa_cam=10956397914&hsa_grp=108009012472&hsa_ad=459639530139&hsa_src=g&hsa_tgt=kwd-944242980384&hsa_kw=portable%20benefits%20gig%20economy&hsa_mt=b&hsa_net=adwords&hsa_ver=3&gclid=CjwKCAiAkan9BRAqEiwAP9X6UdN1G6UDZ7ZyfKbZx2uqEGL5WJA8l0Kcpr-PV9b3dFB8XUqAqJoaHxoCx3UQAvD_BwE
on%20how%20companies%20can%20collaborate%20and%20advocate%20to%20advance%20portable%20benefits%20systems
https://www.aspeninstitute.org/programs/benefits21/
https://www.bsr.org/en/
https://healthybusiness.bsr.org/
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Opportunity identified: While the roadmap begins to outline actions companies can take, significant collaborative 

action and advocacy will be required to advance access to the safety nets and portable benefits systems that support 

health, well-being, and economic security for all workers. Some of the key steps towards achieving this include: 

1. Defining what benefits and for whom: What types of benefits and safety nets 

should be broadly available? Which are most important to start with or expand? 

2. Infrastructure and Ecosystem Evolution: How can current systems be adapted to enable 

portable benefits? How will employer-based benefits systems need to change? What 

technologies and innovations are necessary to enable portable benefits? Where to start? 

3. Piloting and Building Momentum: How can we test funding, participation, and the 

roles of various actors (e.g., government, business, workers)? How can we enable 

“coalitions of the willing” in the absence of public policy? 

2021 2030

A key next step is to 

define, validate, 

communicate, and 

organize action 

around the key 

policy positions 

and opportunities 

for collaboration 

that the business 

community can be 

pursuing to create 

an enabling 

environment for 

portable benefits. 

Focus areas include:

Please reach out via https://healthybusiness.bsr.org/contact (with subject “Portable Benefits”) with any 

questions, to express interest in participating in consultation, and/or receive updates on this work stream.

2030 Vision of Portable 

Benefits: 

All workers, regardless of 

employment classification or 

status, have the freedom to 

choose and change work 

arrangements while 

maintaining the ability to 

contribute to, accrue, and 

manage benefits critical to 

personal and household 

economic security

Workforce outcomes:

Reduced inequality, 

increased economic security 

and resilience

Business outcomes: 

Efficiency gains, 

access to talent,

workforce stability,

reputation

https://healthybusiness.bsr.org/contact


To learn more about the Business Actions, 

along with resources and case studies, 

visit our website: 
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Current Corporate Contributors to HBC*

With support provided by: 
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Conclusion
If your company is interested in learning more and participating in thought and action leadership on the Business 

Actions for a Healthy Society, please contact the Healthy Business Coalition at: 

healthybusiness@bsr.org

Support for the Healthy Business Coalition Actions for a Healthy Society was provided by the Robert Wood Johnson 

Foundation. The views expressed do not necessarily reflect the views of the Foundation. 
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