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Nearly half (46%) of U.S. consumers 
couldn’t cover an unexpected $400 
expense without borrowing money 
or selling an asset.1 

That figure –which first hit the media in 2016– is a stark 
indicator of the degree to which American consumers struggle 
to manage their finances. And, sadly, it’s just one of many. Too 
many Baby Boomers have little in the way of retirement savings; 
Millennials have high student loan debt and are putting off 
many things that were commonplace for previous generations 
(marriage, children and buying a home). Consumers across 
all ages and income levels face growing levels of credit card 
debt and personal bankruptcy and the number of first-time 
homebuyers has dropped in recent years. 

Employers are rightfully concerned about the challenges their 
employees face, both because they care about employee 
well-being and because of the direct and indirect costs 
organizations face when concerns about personal finance  
bleed into the workplace.

But do employers have access to the programs and assistance 
they need to help employees tackle their myriad of challenges 
and get on track to a brighter financial future?

That’s the question that drove Summit Credit Union to conduct 
a qualitative research study in the first quarter of 2019. The 
study was conducted with the help of Sturiale & Company, LLC. 
Survey participants were employers with at least one office in 
the greater Madison and Milwaukee areas. Company size ranged 
from fewer than 50 employees to more than 20,000. 

This summary provides a brief overview of the many factors 
that are compromising employee financial well-being, the 
impact of financial stress and insights uncovered from 
Summit’s research.

Thank you to the survey participants who so generously shared 
their time and insights to help Summit gain an enhanced 
understanding of the current landscape and how to offer 
financial wellness resources that better serve our community. 
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structured programs that are well organized, don’t require a lot 
of work on their part, are easy for employees to use and include 
good online resources.

One-on-one resources should be part of the solution – but 
larger employers can struggle to deliver them. Access to 
24/7 resources is important but some topics require more 
handholding and personal interaction. Bigger companies, 
especially those with a dispersed workforce, can find it difficult 
to provide anything other than online or phone-based resources.

Student loan debt is driving interest in financial wellness. 
Until employees – typically younger ones – can get on top 
of this debt, they’ll struggle with a variety of typical “adult” 
investments, especially saving for retirement.

The young aren’t the only ones who need budgeting help. 
Employers feel employees of every age struggle in this area and 
want to provide better tools to all ages.

Being too “salesy” is a turnoff. Employees need financial  
help – not someone trying to sell them a product or service.  
A program that ends in a sales pitch is a non-starter.

Although employees seem to need help managing their 
financial wellness, they don’t always use the resources 
provided. Program success isn’t a sure thing. Employers want 
help to drive adoption and determine if these programs actually 
make a difference.

Employers tend to think this kind of help is important, but 
they have lots of questions and concerns too. Given the 
evolving world of financial wellness benefits, it’s no surprise 
employers have lots of questions and ideas for improvement. 
Among other things, employers want proof these programs 
actually work, content and channel options, assurance of 
employee confidentiality and tools to determine they’re 
providing the help employees need most. They also have  
a host of process and procedure concerns and want help 
managing vendor relationships.

Employers know their employees are under stress 
and want to help. Last, but certainly not least, 
employers agree that financial worries are burdening 
their employees and want to be there for them. For 
many, providing help in this area was simply the “right 
thing for them to do.”

EXECUTIVE SUMMARY
American consumers of all ages and income levels are 
struggling to manage their financial wellness. As employers 
become more aware of this troubling reality – and the likelihood 
most employees don’t leave their financial worries behind when 
the work day begins – they’re taking a closer look at available 
financial wellness resources.

Why should financial wellness be on your radar?
There are many reasons organizations should pay attention to 
this topic, but most align with one of the following buckets:

Employees are under growing financial pressure. Approximately 
half of all employees are dealing with some level of financial 
stress. Expenses are on the rise (housing, healthcare and 
education costs have jumped for many), debt is growing and 
it’s not unusual for employees to help support one or more 
generations. This pressure is intensified by the responsibility to 
fund their own retirement – and the fact that most are woefully 
behind in this area.

Financial stress follows employees into the workplace. Even the 
most conscientious employee can struggle to compartmentalize 
personal stress while they’re on the job. This stress can manifest 
itself in many ways, from compromised performance to 
addiction; on-the-job accidents to delayed retirement.

Your employer peers are concerned. At a time of historically 
low unemployment, employers need to step up their offerings 
to attract and retain good employees. A growing number of 
employers are investigating financial wellness benefits.

What are the key insights from fellow employers?
Here’s a snapshot of what Summit learned from our  

survey of local employers:

Benefit providers are mainly focused on 401(k) offerings. 
Employers want to offer resources that improve financial  
literacy at every life stage. Many have struggled to find  
partners that can offer anything other than retirement- 
oriented programs, but agree things are improving.

Benefit content choices and delivery options are 
limited. Employers wish they had more control over 
both and love it when they do. They’re also looking for 
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Housing costs. The cost to rent or own a home has skyrocketed 
in many areas. Being forced to put a larger percentage of their 
income toward housing can contribute to an over-reliance on 
expensive credit (e.g., credit cards), limit savings and force 
employees to put off a variety of needed repairs and purchases.

Debt. Credit card debt and student loan debt are problem 
areas for a large swath of the American population. According 
to ValuePenguin, in April 2019, 41.2% of American households 
carried some sort of credit card debt and the average credit 
card debt (for households that had it) was $9,333.13 

Student loan debt is equally concerning. Americans now 
have $1.5 trillion in student loan debt – the highest amount 
ever. Student loan debt is the second highest consumer debt 
category, topped only by mortgages, and it’s higher than credit 
card and auto loan debt.14 The average student loan debt level 
currently sits at $37,172, with the average student loan payment 
at $393 a month.15 

Limited growth in real income. Low unemployment levels and 
a largely booming economy would make it logical to assume a 
rise in wages. Unfortunately, that’s not the case. According to 
the Pew Research Center, Americans’ purchasing power has 
hardly moved in more than four decades and growth that has 
occurred tends to be among the highest-paid employees.16 

Concerns about retirement. While at least some portion of 
previous generations could count on an employer-provided 
pension for their “golden years,” few of today’s earners have 
this luxury. Instead, most will need to rely on some combination 
of personal retirement savings and Social Security, which many 
perceive as disappearing before they can collect. 

Unfortunately, there’s clear evidence Americans in every age 
group aren’t on track in their retirement savings. According to 
the U.S. Government Accountability Office, 48% of those age 
55+ have nothing set aside in a defined contribution plan or 
individual retirement account.17 And a study by the Economic 
Policy Institute found that nearly 60% of Millennials have no 
retirement savings at all.18 

AMERICAN EMPLOYEES ARE STRESSED  
ABOUT THEIR FINANCES
American employers are concerned about their employees’ 
financial health – and with good reason. Research shows roughly 
half of all employees suffer from some level of financial stress.2 

What’s contributing to the stress? A host of issues, including 
the following:

Low savings levels. The reality that nearly half (46%) of 
Americans couldn’t cover an unexpected $400 expense3 
is a startling illustration of low savings levels. Studies show 
about a quarter of Americans have no emergency savings and 
another quarter have less than the recommended minimum 
(three months of expenses).4 A lack of emergency savings puts 
consumers at risk for everything from relying on expensive 
credit cards or payday loans to homelessness. 

Healthcare expenses. Healthcare costs are a huge and 
growing expense for many. Not only does medical inflation top 
general inflation,5 employees’ share of health-related costs has 
been rising faster than wages.6 More than half of all employees 
have skipped or put off medical care because of cost,7 and most 
employees have little understanding of how they could benefit 
from employer-provided services like health savings accounts.8 

Caring for other generations. In recent years, it’s become 
increasingly common for Americans to support family members 
of other generations. For instance, fewer young adults (ages 18-
34) now live independently; according to the U.S. Census Bureau 
living with parents is the most popular living arrangement for this 
age group.9 And a study by CreditCards.com found that 74% of 
parents help with their adult children’s finances in some way.10 

And kids aren’t the only people relying on family for help.  
With Americans living longer, it’s not uncommon for Baby 
Boomers to support both their adult children and their 
aging parents. A Pew Research Study found that 17.4 million 
Americans in their 60s were financially supporting either a 
parent or an adult child and of these, 1.2 million were supporting 
family members in both categories.11 

This multi-generational care is having a negative impact  
on cash flow, debt and workplace productivity.12 
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EFFECTS OF DEBT STRESS

High stress Low stress

Absenteeism. In a study conducted by the International 
Foundation of Employee Benefit Plans, 34% of respondents 
reported financial stress caused issues with absenteeism  
and tardiness.23 

Presenteeism. Research from 2015 suggests that employees 
who are dealing with financial stress give up two work weeks 
worth of productivity each year because of it. And the amount 
of time lost to on-the-job productivity lapses is much higher 
than that resulting from actual absenteeism: 12.4 days to 
presenteeism and 3.5 days to absence.24 

Low morale. Financial stress can lead to angry outbursts, 
inefficiencies and mistakes, all of which can impact the 
workplace environment and force other employees to  
take on extra work. 

Turnover. Stressed employees may be quicker than most to 
switch jobs if they feel they can earn more elsewhere. And, of 
course, poor, stress-related performance may force them to 
leave a job. 

Delayed retirement. Employees who are under financial stress 
are likely to continue working because they can’t afford not to. 
A 2018 report from the Employee Benefit Research Institute 
(EBRI) reported 27% of employees had delayed retirement 
because of their financial struggles.25 

FINANCIAL STRESS CAN HAVE A NEGATIVE IMPACT  
ON THE EMPLOYEE – AND THE WORKPLACE
It’s hard to overstate the impact financial stress can have on  
an employee. 

Personal stress affects employee health in a variety of ways
Financial stress can lead to relationship problems, high-risk 
behaviors (ranging from overeating and unhealthy sedentary 
habits to alcohol and drug abuse) and a wide variety of  
health issues.

Financial stress can cause an employee to delay medical 
treatment–which can be especially dangerous if an employee has 
a life-threatening or chronic condition (like high blood pressure, 
asthma or diabetes) that they can’t afford to manage. And it could 
also cause them to use more health benefits. The journal Health 
Affairs found that healthcare costs for highly stressed employees 
were $413 higher than those with low stress.19 

This stress can also be a key indicator of mental and emotional 
health challenges. For instance, people with debt are three times 
more likely to have a mental health issue20 and financial stress is 
the second most common cause of suicide after depression.21 

Impact of financial stress crosses into the work day
Financial challenges can put an employee into an unhealthy 
spiral of additional financial stress and more personal 
problems – all of which are almost impossible to prevent from 
bleeding into the work day. 

In some situations, the impact is direct and relatively easy 
to measure. For instance, 25% of all workers report being 
distracted by finances during the work day and 43% of those 
spend at least three hours a week dealing with personal 
finances while on the job.22 

But that financial stress is also linked to other less obvious 
problems including the following:

Accidents. Financial worries can cause employees to be 
distracted, lose sleep and make mistakes. And depending 
on the employee role, that could be inconvenient, 
expensive (financial mistakes) or even dangerous (if, for 
instance, the employee provided medical services, drove 
a truck or operated heavy equipment).



98

Employees must be proactive. The plan administrator may 
supplement these presentations with a website that offers both 
retirement and budgeting information and calculators, but it’s 
often up to employees to go out and search for it. 

Company size matters. Larger companies don’t typically offer 
individual, one-on-one financial counseling, often because of 
the dispersion of the workforce and a potential inability to 
deliver services equitably. Instead, they use a combination 
of large group, on-site presentations, webinars and online 
resources, which employees search themselves. Smaller 
companies have more opportunity for offering one-on-one 
counseling opportunities for interested employees.

“There’s still a lot to be said with that one-on-one, face-to-
face conversation. I can understand if you’re a vendor, that’s 
costly, but that’s what makes the difference. High touch, 
personalization, each person counts.” 

Employers tend to have little control over content or delivery 
methods. Providers annual presentations are often canned with 
limited opportunity for employer input or requests. 

At least one employer reports higher levels of employee 
interest and use of services when their provider used an 
engagement survey to determine which content areas 
employees wanted addressed.

“This is the second year that (the provider has) done (a 
customized approach). In the past, it was more general like, 
“Yup, you should save money, and if you want to retire, you’re 
going to need a million dollars” or whatever the number is 
today of what they think. But I think (this new approach 
is) better because you could really pick and choose what 
applied to you…it was a better approach to do it…more 
customized like that.” 

Employers see value in face-to-face information sharing. 
From a personal standpoint, this financial education is better 
conveyed in a human context rather than online, but especially 
if someone is seeking some sort of advice.

Programs are often poorly attended. Employees are more 
likely to attend if a meal is provided or attendance is mandatory, 
but respondents didn’t necessarily feel that was the answer.

“At our last session, I set it up as mandatory…they had to 
request an opt out if they didn’t want to attend. So then, 
yes, we did have good attendance, but I’m not sure that 
everybody found it beneficial.”

Increased use of retirement benefits. In recent years there has 
been a concerning uptick in employees tapping into retirement 
benefits for non-retirement needs. The EBRI report found that 
15% of employees had taken a loan or withdrawal from their 
retirement plan; other research found that nearly one in four 
people had already withdrawn money for a non-retirement use 
and another one-third thought they would do so in the future.26

Theft. Accounting firm EideBailly reports that employee theft 
is often linked to what they describe as the “Four ‘B’s”: bills 
(trouble paying their bills), bets (a gambling addiction), booze 
(an addiction that leads to theft to pay for their habit) and bling 
(living beyond their means). Each of these could be the cause 
or result of financial stress. 

HERE’S WHAT YOUR PEERS HAD TO SAY  
ABOUT FINANCIAL WELLNESS
Employers are increasingly aware of the importance of 
employee financial wellness and many are looking to play a 
role in improving it. As a partner that’s committed to providing 
effective financial wellness resources for local employers, 
Summit conducted research to gain a better understanding of 
employer goals and challenges in this critical area. 

During the first quarter of 2019, Summit engaged Sturiale 
& Company, LLC, a Wisconsin-based research firm, to help 
us learn more. Survey participants were employers with at 
least one office in the greater Madison and Milwaukee areas. 
Company size ranged from fewer than 50 employees to  
more than 20,000. 

The following is a summary of key insights.

Most financial wellness plans are driven by 401(k) planning
Most financial wellness programs originate from 401(k) 
retirement programs. Although education tends to focus on 
employees who are close to retirement, there are employers 
who take a broader approach and whose education offerings 
include savings, how to save for a house and how to pay off a 
mortgage more quickly. As part of their 401(k) agreements with 
the employer, retirement plan administrators typically provide 
on-site, once-a-year informational or educational sessions.
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Financial wellness is starting to grow solid legs
Those who have been able to take the time to research financial 
wellness are finding resources available. Several say they feel  
it’s becoming more common to see references to “financial  
well-being” in professional articles.

Employers feel the focus on financial education and budgeting 
is needed now more than ever with student loan debt climbing 
rapidly and young people changing jobs and not paying 
attention to retirement savings. Employers say many younger 
employees don’t believe Social Security will be available 
during their retirement years, but found mixed reactions to this 
potential reality. Some employers feel this is driving a desire 
to be smarter about their financial resources; others believe 
employees aren’t doing much to get on track.

“I would say that most 20- or 30-something-year-olds…have 
zero expectation of…Social Security, which is sad. But at the 
same time, I don’t see them doing a lot about it either.”

Debt – especially student loan debt – is driving a growing interest  
in financial wellness 
With student loan debt topping $37,000 on average, it’s no 
surprise employers see this as the main factor driving a move 
toward financial wellness services. Particularly worrisome to 
employers is the drag that student debt places on the ability  
of young people to contribute to a retirement plan. 

“So, we see just this enormous debt with our staff, and 
they can’t get over the hump to start contributing to their 
retirement savings plan.”

One employer notes that the thought of contributing to a 
retirement fund while paying off a student loan is “daunting” to 
many young people. Employers feel that student loan debt gets 
in the way of many things commonly perceived as critical steps 
to an adult life: buying a home or a car, having kids, paying 
for day care and saving for children’s education. Another 
comments that young workers are bombarded with ways to 
spend their money through the allure and ease of online and 
mobile purchases and are less exposed to the importance 
of setting and achieving longer-term financial goals. 

“My estimation is that when you’re coming out of 
(college) with (huge) student loans, the idea of paying 
that off at the same time as starting a retirement 
account is probably a little daunting…knowing the  
full picture, they should be doing both, right? 

 Financial programs are typically housed under the  
“wellness” umbrella
Many employers describe financial wellness as part of the 
overall health of employees and it was common for wellness 
programs to have started with physical wellness. The 
philosophical reason for the wellness tie: employers want their 
employees to “bring their best self to work” and believe that 

best self encompasses the physical and mental self as well as 
“having your finances in order.”

Employers describe financial wellness coaching as a long-term 
habit that must be established and monitored over time, just 
like a person would go to a doctor to monitor and improve their 
vital signs (e.g., blood pressure) in order to improve long-term 
well-being. 

There’s a need to reframe financial wellness: it’s disorganized  
and overwhelming 
The financial wellness area is going through transformational 
growth. Employers say that while there’s a vast array of financial 
wellness resources available, they tend to feel disorganized and 
overwhelming. 

It appears that many employers are showing interest in 
providing some level of financial wellness services, but unless 
the program is retirement-related and coordinated by their 
401(k) plans, they’re at a loss as to where to start. 

One research participant describes delivering broader programs 
as a “huge beast.” Others stress the desire to find vendors that 
guided them through resource options instead of just being 
forced to “go fish around” on a website or other tools. Another 
employer shares that although they offer employees a variety 
of programs that had a financial wellness aspect, the elements 
don’t currently feel cohesive. 

“I think these administrators and providers are getting on 
board, because they’ve been asked by their clients and 
customers to help them organize all these resources in 
some fashion that makes sense to the employee and doesn’t 
overwhelm the employee.”

“Our current administrator for our plans has a financial 
education center, and there’s all kinds of information  
in there about budgeting and saving, and so we have 
resources, but we haven’t really packaged them well  
or sold them well to the employees.”
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• Understanding the impact of student loan debt and finding 
strategies to better weigh what they can afford to borrow  
and how to pay their debt off more effectively.

• Learning to save: both for shorter-term needs (like cars and 
vacations), mid-term (mortgages) and longer-term ones 
(children’s education and retirement planning).

• Understanding how to manage typical new parent expenses.

“I would like to see a new parent type of financial course, 
where there are different types of saving vehicles for your 
kids and pros and cons of each.”

“I think there are opportunities around the different stages 
of your life, where your situation is going to change, and it 
requires a different strategy.”

When choosing a financial education partner,  
employers would like:

• Structured, consistent programs that are ready to roll out. 
The busy staff responsible for launching these programs need 
a streamlined process.

• User-friendly digital tools, organized by topic. It’s common 
for employees to investigate financial wellness resources 
because of a life event (marriage, birth, job change, etc.).  
They need a resource where it’s easy to find the information 
they need, when they need it. 

• On-demand webinars. These are seen as a good complement 
to in-person presentations because they allow employees to 
do research on their own. Those that incorporate video were 
seen as being more engaging.

• Content and service options. Employers want the opportunity 
to pick and choose from a menu of services to avoid overlap 
with other providers. 

• Culture-friendly programs. It’s important for these resources 
to mesh with the company’s culture and ethics.

• Resources that don’t feel too “salesy.” Anything that feels 
too sales-oriented is a huge turnoff; one company fired a 
provider who took this approach. 

“We find vendors that are very attentive, good listeners, 
ask great questions, and they have a sincere desire to be a 
successful partner…They’re not sellers, not the strong sales 
approach…That won’t fly (here)…You’ve got to come in with 
good intentions, and you’ll be true to business. You’re going  
in with the intent of a successful partnership…If things are  
not authentic, that will be discovered.”

 And the sooner you can put that money away, the magic of 
compounding interest. If you (start taking it)…out of your 
paycheck from the first day you have a real job, you’re not 
going to miss it.”

All employees are in need of budgeting basics
There’s a general feeling across employers that basic budgeting 
education is needed across all employee groups, regardless of 
age, salary and profession and that budgeting is something many 
employees “don’t know a lot about.”

The reasons each group struggles may differ, but a wide variety 
of employees are making tradeoffs between paying bills and 
contributing to a retirement plan. Employers feel that both higher 
and lower paid employees could use some guidance and tools.

“There’s a large number of our employees who get paid on 
Friday and come Monday, they probably don’t have anything 
left in their paycheck.”

Employers want financial literacy resources across all life stages
Employers would like to see programs that address financial 
literacy across all life stages and are actively seeking out providers 
that offer these types of resources.

One survey participant captures it well:

“I wish what we had was a nice, easy, spot that we could refer 
everybody to…where they can go…and easily see how much 
money they have in their stuff. Helping them with their budget, 
and doing things realistically, where it’s simplified…(and) 
accurate…if we could have a spot for future planning…and how 
much they should save for…an easy calculator where it shows 
how much they should also save for emergencies, and how 
much money they should have on hand…” 

Employers are especially concerned about younger employees. 
Employers believe there’s a deficit of planning and budgeting 
information, particularly for young people. Most feel younger 
employees are too focused on their immediate financial needs 
and neglecting long-term planning.

Employers are looking for a “total life” approach to financial 
literacy. Once employees gain rudimentary budgeting skills, 
employers want to provide access to a range of financial 
education topics, including the following:

• Building an emergency fund, preparing for unseen circumstances.

• Accessing cost-effective healthcare options.

• Analyzing what they can afford to pay in rent.
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Some employers feel that offering financial education is simply 
“the right thing for them to do,” and if that can be done “through 
a lunch-and-learn or an occasional webinar, why not do that?”

Financial wellness education is viewed by many as one of the 
tools employers can use that “allow people to bring their best 
selves to work.” One employer feels that investment in financial 
education for employees shows the commitment companies 
have towards their workforce. The subliminal message is “We 
care for you, we want to invest in you. We want to invest in your 
success. We want to help you save for your future or whatever 
curveballs life throw at you.”

Employers recognize they face potential hurdles in offering these programs 
Employers cite a variety of challenges that they’d either 
experienced already or anticipate experiencing as they roll out 
or enhance a financial wellness program. 

These include:

• Confidentiality concerns 

• Convincing management of the need and program worth 

• Multiple plant or office locations across the U.S. 

• Translation needs 

• Cost 

• Supervision support/permission to leave production floor 

• Figuring out what employees need and want versus  
second guessing them 

• Anticipated employee participation at meetings 

• Overcoming the initial pain of taking money out of an  
already small paycheck 

• Cultural differences to saving (e.g., some cultures prefer 
putting money in a shoebox) 

• Convincing employees that it’s worth it 

• Communicating the benefit of saving to all different levels  
of employees 

• Determining the needs of different geographic locations 

• Program packaging (how well is it packaged,  
sold, understood) 

• Will we need to endorse a particular vendor? Will it require  
a group of vendors? 

Evaluation of financial wellness/retirement education is minimal
Most of the companies interviewed do not have a formal system 
for tracking use of and/or evaluating anything they’re doing for 
employee financial wellness, including retirement planning. Most 
of the feedback is more informal, hearsay reporting.

Employers want financial programs that motivate, hit home and engage
Employers want financial programs to do a better job of 
showing a clear link between planning and a positive impact 
on an employee’s life. Real-life examples and analogies are 
offered as good ways to get employees’ attention – regardless 
of company type or employee role. Employers report real-life 
examples are motivators for all employees, from low-wage 
manufacturing jobs to high-wage professional jobs. Even firms 
with highly educated employees want specific examples on 
how to set financial goals and develop plans to get there.

Financial education tools can help employees bring their best self to work
Employers agree that financial worries aren’t checked at the 
door when employees arrive at work and are a shadow that can 
follow them throughout the day. Even though employers might 
not be able to point to definitive, scientifically proven effects of 
financial worries, they recognize there’s a strong connection to 
productivity, safety and job performance.

Employers recognize the burden financial stress presents. As 
one employer states, “If you go to McDonald’s at lunchtime, and 
you’re not sure if there’s enough money on your debit card to 
pay for your meal, that’s a huge cause of stress. And you’re not 
going to stop thinking about it right at lunchtime. It’s going to 
stick with you. So, you’re less productive; you’re less safe.”

Another employer describes financial worries as a “silent 
burden” that has a stigma and isolating effect attached to 
it. Employees aren’t apt to talk openly about it, which can 
ultimately lead to a deterioration in relationships at home and at 
work.

Employers want to play an active role in financial wellness. 
While employers know they can’t solve every problem for their 
employees, they feel they can help employees learn the tools 
and achieve the skills and knowledge to deal with their own 
financial issues. Most respondents want services to be delivered 
on company time. 
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• Most effective means of informing employees of programs  
(email, text messages, fliers for those without computer access) 

• Determining best time to offer 

• Realistic ability to help employees who are truly in dire  
financial constraints 

• Computer illiteracy among employees 

CONCLUSION
Employee financial wellness can have a critical impact on your 
organization’s success. In an era when employees are increasingly  
called upon to manage their own financial health – and many are 
struggling to do so – trustworthy resources are critical. 

Employers who decide to take on some aspect of providing  
these resources, can rely on Summit Credit Union for proven, 
customizable resources.

Contact Jan Koenig at Summit Credit Union to learn more.
800-236-5560 x3595 | 608-243-5000 x3595
FinancialWellnessForEmployees@SummitCreditUnion.com 
SummitCreditUnion.com/FinancialWellness 


