Improving continuity of care in
aged care by focusing on
employee financial wellbeing


earnd

www.earnd.com

hello@earnd.com

Improving continuity of care in aged care by focusing on employee financial wellbeing


Contents
Attracting younger staff




2

Reducing reliance on casual staff by improving shift take-up




5

Slowing the rate of attrition by supporting staff




7

What next?

10

1

Improving continuity of care in aged care by focusing on employee financial wellbeing


The Royal Commission into Aged Care and Covid-19 pandemic have meant the aged care industry has seen a great
deal of change over the last three years. One of the key themes to emerge from both is the importance of continuity of
care for both aged care providers and residents, particularly in the time of an infectious pandemic. A lack of staff is one
of the biggest challenges to continuity of care and also one of the biggest cost drivers for aged care providers. 



This workforce shortage is a well-documented trend that’s been worsened by the closure of Australian borders and
tougher working conditions. The Royal Commission stated: “The growing demand for workers in aged care, combined
with the shrinking supply of younger workers entering the field, highlights a future workforce crisis.”



Similarly, the Committee for Economic Development of Australia (Ceda) says low wages, poor training, the lack of
career progression and negative public perceptions are constraining the supply of workers. Their report found Australia
will need at least 17,000 more direct aged-care workers each year over the next decade “just to meet basic standards
of care”.



Another trend that’s been accelerated by the pandemic is the importance of wellbeing in the workplace to not only
improve the employee experience but drive business outcomes. Financial stress is the leading cause of stress for all
employees and particularly employees in aged care – a survey by Black Dog Institute found that one in two are very
worried about their finances.



This report explores how wellbeing programs focused on alleviating financial stress can make a significant difference to
continuity of care in the aged care industry by

Attracting younger sta
Reducing reliance on casual sta
Reducing the level of attrition


Attracting younger staff
The Royal Commission found that the aged care sector is dominated by older workers with fewer young workers
entering the sector. The median age of staff working in residential aged care is 48 years and 50 years in community
aged care. These figures exceed the median age of any other workforce area in Australia.
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With borders having been shut for 18 months the focus

1
CEDA says demand for services
has “soared” while

on finding and training new aged care workers has

supply has remained constrained and “there has been

intensified, with a particular need to bring younger

no comprehensive action to bring the two into

workers into the industry.



balance”.



RSL Lifecare’s chief executive Graham Millett has

The need for aged care providers to attract younger

predicted that, without change, staffing constraints will

workers was also highlighted by the Royal Commission

become the major issue facing the sector in the next

and many feel there is yet to be an adequate solution,

year.



despite the Australian government acknowledging that
the workforce is a central pillar to aged care reform.



“I know from speaking with my counterparts in other
aged care organisations that the biggest risk they’re

The inability to attract a new generation of employees

facing over the next 12 months, and probably 18, is in

also deepens the impact of the other issues this report

the workforce. I think there is going to be a

outlines — a reliance on a casual workforce and high

tremendous shortage, not just in aged care – probably

levels of attrition. It can cause existing aged care

in healthcare, probably in hospitality, probably in fruit-

workers to burnout from dealing with short-staffed

picking.”



work environments. 



Leading Aged Care Australia’s chief executive Sean

A report published as part of the Royal Commision

Rooney also commented on the current shortages

found:



aged care providers are facing, “As a result of the
pause in migration, we have begun hearing reports

“The majority of participants referred to inadequate

from some providers that vacancies are taking long to

staffing levels and the restrictions this places on

fill, and that there are fewer suitable candidates.”



meeting increasing resident care needs. One
compared current shortages with times past: ‘It’s more

Rooney says recent census data of the aged care

critical than what it might have been back then’. A

workforce shows the workforce has grown across both

registered nurse commented: ‘Normally our ratio is

residential facilities and community care, but that

one to twenty. When I first started nine years ago it

recruitment has become “increasingly difficult in

was much lower care, but now they’re introducing

recent years”.



people that are needing more care but haven’t
upgraded the staff’.”


And this isn’t a short-term issue. CEDA says that unless
action is taken, the aged care workforce shortage will
balloon to more than 400,000 workers by 2050.
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A solution: focus on innovative benefits

Millennials and gen z represent an increasing

At Earnd, we have found that innovative and

percentage of the Australian workforce and different

meaningful tools can make a difference to employers

sectors have had varying levels of success in both

looking to fill roles — especially those looking to recruit

attracting and retaining these generations. One thing

younger generations. An analysis of over 900 job ads

that has become clear is that investing in these

on Indeed.com found that those that listed Earnd as a

generations of employees as individuals is of crucial

financial wellbeing benefit in their jobs ads filled roles

importance. This investment can help drive

27% faster than competitors that didn’t.



engagement, productivity and create happier, healthier
employees. In fact, failure to understand and value the

What’s more, the uptake of our financial wellbeing

millennial mindset can mean businesses fail to attract

program can reach as high as 79%, with the average

and retain this group.  



age of someone using the app being 29 years old.



According to research from Gallup, many businesses

We’ve also seen the appeal of products that drive

fail to invest in the areas young employees really care

positive change at both a personal and community

about and pour money into programs that hardly make

level. For example, our Grow product is a fixed-interest

a difference rather than rethinking the structure of the

investment option that enables people to save before

workplace for millennials and gen z and investing in

being paid – reducing the temptation to spend and

meaningful employee benefits.



also the behavioural barriers that can prevent people
from prioritising their future. For every account

“Compensation is important and must be fair, but it’s no

opened, a tree is planted in a region affected by

longer the driver. The emphasis for this generation has

bushfires providing positive social change as well. 


switched from paycheck to purpose — and so must
your culture. Purpose and development drive this

“We realised our financial return on investment

generation,” says Jim Clifton, Chairman and CEO of

within the first quarter which is fantastic. It

Gallup



landed into open arms, the take up from the
get-go was like nothing we’d experienced with

Purpose has always been something that attracted

other benefits. So we knew from launch that we

workers to the aged care sector. When competing for

were in the right place with this.”

talent across companies and industries, it’s important
for aged care providers to also consider benefit

Katie Duxbury

Head of Payroll Services, Bupa

programs that set them apart and ways to demonstrate
they care about both personal and wider social issues.
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Reducing reliance on casual staff
by improving shift take-up

1

Another issue that came to light during the Royal Commission and also the first wave of Covid-19 is the number of
aged care employees working multiple jobs to make ends meet. Agency staff enable aged care providers to meet
important ratios at short notice, but come at a higher cost and also have an impact on the level of care that is provided. 


According to Prof Kathy Eagar, director of the Australian Health Services Research Institute at the University of
Wollongong:


“There is significant evidence all over the world that one of the predictors of safe care is staff continuity,” she said.
“The staff come in and they know the residents, and the residents know the staff. You also find you have less
medication errors.


“For people with dementia it helps to have the same people every day. If I don’t know my name because I’ve forgotten
it, but the care worker does know my name, that’s a whole different proposition to if I don’t know and my carer doesn’t
know either.”


“People in aged care want relationship-based care, not transactional-based care.”


In a survey of 3000 aged care workers, 51% said that because of heavy workloads affecting care and safety, 51% said
older Australians face unfilled shifts every day. 


But six in 10 aged care workers say they want more hours and two in 10 say they need to work two jobs to make ends
meet. Aged care staff have been known to work shifts across multiple homes to make ends meet. Seeing discrepancies
between pay and benefits across homes can prompt those staff members to leave permanent roles in pursuit of better
working conditions. 


According to Michele O’Neil, the president of the Australian Council of Trade Unions, one of the main reasons aged
care staff are forced to work multiple jobs is to do with financial insecurity. “One of the most pressing issues in the
sector is overcasualisation... No aged care worker should be forced to do multiple jobs just to survive.”
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1
Aged care providers are looking for ways to boost shift take up from their own staff. This has
become of critical

importance as providers have had to implement ‘single site’ measures to reduce face-to-face contact for staff, after
Covid-19 breakouts in 2020.

A solution: flexible pay

For a workforce that’s usually able to take extra shifts across multiple providers, the ‘single site’ measures have meant
some are financially worse off. Some providers have given their staff wage top-ups to reduce the financial impacts of
these measures, while another approach is giving staff access to their earned wages (sometimes known as flexible pay),
so they can be immediately compensated for shifts. 


Earned wage access is one financial wellbeing tool that is proving to have a tangible impact. Earnd’s parent company
Wagestream has seen an increase in shift-filling after the app was offered to the UK’s National Health Service. Like
Earnd, the Wagestream app offers the ability to track and access earned wages and offers other tools such as pre-pay
savings and money coaching from an app. 


One NHS trust has seen Wagestream app users doing an average of 8.7 hours of extra shifts per week, compared with
3.6 hours for non-app users. Staff feel the immediate financial benefit of being able to take on extra shifts and 27% of
those surveyed said access to their earned wages allowed them to avoid payday loans. 


As staff are able to track earnings in real-time with both the Earnd and Wagestream apps, they’re able to see what’s
coming in and compare their monthly pay to previous months. This is of particular value for shift workers who can get a
clearer picture of their average pay, can see if they’re going to fall short and pick up extra shifts when they need to. 


Since implementing earned wage access, the NHS trust has been able to fill shifts easier and increase their overall shift
“Where managers were struggling to get employees to take a shift or stay later, that has really turned around.
rate. It’s a similar story for Bupa, who had experienced a chronic shortage of nursing and caring resources but who now
[Earnd wage access] has been a complete game changer for us. Someone can pick up a shift they weren’t
regularly see shifts filled.
planning on doing and then access that money straight away. That kind of scenario is unexpected additional
compensation, so they’re not even touching the money they’ll get at the end of the month through payroll.
That has created this situation where we’ve got employees who have monthly regular income and rather than
getting a second job for an extra cash injection, they’re creating that through the app which is exactly the
scenario we were hoping for.”

Katie Duxbury

Head of Payroll Services, Bupa
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Slowing the rate of attrition by
supporting staff
1

Holding onto staff not only improves continuity of care, but also reduces the costs to hire and train new staff. Industry
estimates show the average annual turnover of aged care organisations is 25 per cent. 


Not only is the level of attrition in aged care much higher than averages across other industries, the cost to retrain is
also higher given the nature of the work. A report from Flinders University estimated the aged care sector could save
$293m a year in attrition costs by creating better workplace conditions that slowed the rate of resignations. 


In the last year staff retention bonuses from the government have made a difference at some providers, however there
have been issues with the categorisation of staff these bonuses extend to that have led some providers to spend over
$100,000 to fill the gap.


While helpful, government bonuses are unlikely to be a long-term solution to a problem that existed before the
pandemic. It’s important for providers to understand what the driving force is behind employees leaving providers and
sometimes the industry. 


In an interview with Australian Ageing Agenda, Dr Katrina Radford, a lecturer at Griffith Business School, said the
factors influencing whether staff stayed or left aged care are largely under the control of employers. Her research
found that organisational factors such as working conditions and job satisfaction were far more important than
personal factors in determining whether a person continued working in the sector.


“When I looked at personal factors against organisational factors, while around 12 per cent of people’s intentions to
leave were impacted by their health, age or intention to retire, the vast majority of turnover intentions were influenced
by things the organisation does,” Dr Radford said.


“When staff feel they are valued and recognised and there is a culture of appreciation, then that supports retention.”


So, what can employers do to create better workplace conditions and make sure staff feel valued? Across all industries
there’s been a move to improve the employee experience by investing in programs that enrich their whole lives.
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1
Research shows that employees are increasingly looking to their employers for financial education
and support. Future

Friendly found that seven in ten Australian employees are comfortable receiving information on financial topics
through their employer. 


Despite this, employers have been wary of stepping into their employees' financial lives, even though they typically
play a huge role as the primary source of income.


A solution: providing education and support
The last two decades have seen great improvements in terms of the education and support offered to do with physical
and mental wellbeing in aged care. As the findings from Future Friendly show, similar conversations now have to
happen around money.


Dr John McGill is Founder and Managing Director at Champions of Wellbeing, Inclusion, Diversity and Equality and a
leading executive coach. He says, “Open discussions around financial wellbeing benefit everyone as they provide
opportunities for each person to become more financially stable and secure, relative to their personal circumstances.
Organisations have to ‘get it’. They have to understand they have employees who are struggling financially, even if it
isn’t openly talked about. They have to stop treating finances as a dirty secret or taboo subject.”


“People work to have money and meaning in life and then use those to fuel the other parts of their life. We can’t
pretend that money doesn’t matter, it clearly does. Let’s use our empathy to inspire us to do something about one of
the most powerful issues that impacts our employees. If we address this, we help employees feel more mentally safe to
contribute to their work with less distractions and worries.”


A lot of organisations start with financial education. It can include booklets, webinars, seminars, articles, videos and
podcasts. An advanced financial education program will be personalised to each employee, focusing on the areas
where they need guidance or where they’re looking to improve. While financial education is a great first step, it doesn’t
necessarily solve some of the behavioural barriers that can prevent people from making positive money decisions.


Financial coaching is increasingly recognised as one of the most effective ways to make a genuine difference to a
person’s financial wellbeing. Unlike financial advice, financial coaching focuses on the principles of good money
management so employees are able to make well-informed decisions and adjustments to their day-to-day activities.
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A trial by Citibank found people who initially didn’t feel they managed money well or were1 in control of their finances,
believed otherwise after coaching (47% and 38% respectively). 54% more people saved and 55% reduced their debt. 


This transformation was reflected in our launch at Bupa, where the impact of providing tools was felt within the first
four weeks.

“We surveyed our people within a month of having the app launched and got around 600 replies. We noted
a reduction in financial stress, reduction in being distracted at work, which for us is crucial when people are
administering medication and giving 1:1 care and we also noted a reduction in the use of payday loans and
overdraft facilities. Again this is exactly the positive impact we were trying to have.”
Katie Duxbury

Head of Payroll Services, Bupa

What next?
Financial wellbeing is an integral part of someone’s overall wellbeing. Focusing on providing benefits and tools that
promote financial wellbeing will help aged care providers to stand out in a time where staff shortages are likely to
become more common and costly. 


And the need has never been greater for intervention. A number of studies have shown that aged care employees are
financially stressed, which is costly from both a personal and business perspective. In fact, AMP estimates that financial
stress costs Australian businesses approximately $2.9m a year for every 1,000 employees through increased levels of
distraction and absenteeism. 


But in a time where head office staff at aged care providers are equally stretched, it can feel hard to identify and
implement appropriate solutions. A financial wellbeing program that aims to tackle in-work financial stress doesn’t
need to be time consuming or expensive.


For example, by integrating with payroll and time and attendance systems, Earnd is able to be up and running in weeks
with minimal effort from payroll teams. What’s more, Earnd has a proven track record of creating positive business
outcomes with the time it takes to fill open roles increased by 27% when Earnd is listed as a benefit on job ads and an
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average reduction in attrition of 19% by making employees feel understood and valued.



1

But what’s most significant is the impact Earnd can have in the lives of employees. An analysis of over 1 million
transactions and anonymous interviews with 2,200 by impact measurement company 60 Decibels found that after
using the app
One in two people find planning ahead and budgeting easie
Seven in 10 people feel more in control of their finance
Almost nine in 10 people reduce their reliance on payday loans


You can read the results in full in our latest Impact Assessment.

Make the switch to earned wage access
Get in touch • hello@earnd.com

Offered by leading companies as their #1 employee benefit
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