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Introduction 

Background 

As societies across the globe experience profound demographic shifts, characterised by ageing populations, 

increasing life expectancies, and rising state pension ages, the significance of the midlife phase has never been more 

-level early retirement post-

pandemic, has been identified as a major hindrance for economic growth.1  

Midlife MOTs are a policy initiative introduced to provide education and support to adults in their midlife and mid-

career; a tool for reinforcing skills, financial security, wellbeing and retirement planning in the UK labour market. The 

name derives from the former Ministry of Transport (MOT) test that ensures a vehicle's roadworthiness. A similar 

Innovation and Skills at the time, and delivered by the National Institute for Adult Continuing Education.2 MOTs were 

3 

in both private and public sectors across the UK began developing various MOT offerings to support individuals to 

make midlife decisions about their health, wealth, and work. 4 5 6 7 8 In 2021 the Department for Work and Pension 

invested £5 million to expand their Midlife MOT offering online, among jobcentres, and through trials with private 

sector partners (DWP, 2021).9 Specifically on the assessment of financial wellbeing, the DWP also developed an 

enhanced digital Midlife MOT tool with the Money and Pensions Service (MaPS). In Summer 2023, DWP launched 

their free Midlife MOT website to help people prepare for later life and retirement.10 11  

After launching a pilot in 2022, Phoenix Group is now amongst the first organisations to offer an MOT to its staff. To 

understand the impact of the pilot and Midlife MOTs more generally, Phoenix Insights commissioned the Behavioural 

Insights Team (BIT) to conduct an evidence scan and evaluation of the pilot. As part of the evaluation, BIT carried out 

in-depth qualitative research, including interviews with 11 pilot participants, 7 internal stakeholders, and 8 wider 

experts on Midlife MOTs. This report outlines the insights from the original search as well as the review of existing 

recommendations for potential MOT providers and policy makers to drive the uptake and effectiveness of the 

intervention in the future.  
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Current landscape 

What do Midlife MOTs usually look like? 

Midlife MOTs provide an opportunity for employees, especially those over the age of 40, to reflect on their 

preparedness for retirement. This includes considerations regarding (1) Health and Wellbeing, (2) Wealth and 

Financial Planning, and (3) Work, Training, and Skills. Typical features include participant self-assessment, often via a 

digital tool, education and information provision, across a range of delivery modes including facilitated workshops 

and documentation.  

The process is designed to empower individuals to make informed decisions, set meaningful goals, and navigate the 

complexities of this pivotal life phase. 

 

Figure 1: Common content and features of Midlife MOTs 

 

Health  

People can enjoy retirement 

more if they are healthy and 

happy. Preparing for good 

health, wellbeing, and social 

connections is key. Plus, many 

employees have caring 

responsibilities too. 

 

 

 

 

Common features 

● Self-assessment  for example through a digital tool or questionnaire 

○

transiting to later life 

● Education and information provision   for example targeted seminars, information pamphlets, 

support documents, signposting to educational platforms and digital tools 

○ Aim:  

● Nudge to action  for example action planning workshops and social support groups 

○ Aim: Nudge users to make informed decisions and take action on later life planning. 
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Benefits of running Midlife MOTs 

Based on interviews with experts and existing literature, BIT identified a number of expected business and 

organisational benefits to running an MOT, from employee retention and talent development to the well-being of a 

workforce.  

Commercial and business benefits 

● Retaining experienced staff. Organisations recognise that Midlife MOTs could enable the retention of 

skilled and valued staff, through upskilling, saving on recruitment costs and managing a risk to institutional 

memory.12 there's a need to [run MOTs] given 

the weight and experience of people in this age bracket that we were not investing in and we were losing at 

Moreover, mid-career individuals report wanting to learn new skills, highlighting that 

MOTs could support retention.13  

● Increasing productivity. Midlife MOT training could increase productivity by improving staff skills, health 

and wellbeing, or re-engaging overlooked colleagues14 as well as fostering diverse teams (research suggests 

that firms with 10% or more of workers aged over 50 have higher productivity and lower turnover).15 

● Reducing costs. Midlife MOTs could contribute to reduced business costs for multiple reasons. For 

example, healthy employees are likely to stay in the workforce for longer, which saves employers costs on 

recruitment, on-boarding, and re-training new staff, as well as benefitting the government by reducing 

economic inactivity among older workers and disability and sickness benefits.  

● Improving an organisation's reputation. Midlife MOTs have the potential to bolster brand - organisations 

16 

Employee and organisational benefits  

● Improving staff trust and perception of employers. Research undertaken by the International Longevity 

Center (ILC) and the Centre for Ageing Better shows that employees self-report a strong desire for employer 

support with midlife decisions, and employees wanted to engage with Midlife MOTs.17 

Phoenix Group pilot revealed high levels of trust from participants in their employer to deliver the MOT, 

demand for MOTs was demonstrated in a pilot conducted by Aviva, where 94 of the 100 employees invited 

to take part in a Midlife MOT opted into the process.18 Overall, employees appreciate the effort and support 

that employers offer them via MOTs and therefore feel valued.19 

● Improving organisational connectedness. Midlife MOTs provide an opportunity to interact with 

colleagues, giving employees a shared mutual experience that improves employee interpersonal 

relationships and cohesiveness.20 

● Improving employee retirement planning attitudes and intentions. MOTs help employees to prepare 

better for retirement. Phoenix Group participants reported a shift in their perceptions of retirement, 

including greater confidence and a more holistic view. Over 90% of employees involved in the Legal and 

General pilots agreed the pilot was useful and 80% agreed it helped them visualise what they would like 
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their later life to be like.21 Plus MOT participants report having (i) an improved understanding of job-change 

opportunities, 22 23 (ii) an increased intention to return to work after unemployment, 24 (iii) a heightened ability 

to negotiate appropriate working conditions including flexible work and some salary measures, (iv) up to 

20% higher confidence, (v) up to 35% higher awareness of where to seek additional support, 25 and (vi) a 

heightened ability to make some decisions about extending life (health and wellbeing). 26 27  

Those considering offering or commissioning an MOT can refer to the checklist for practitioners at the end of the 

document to help prioritise delivery options. The Centre for Ageing Better has also produced a useful framework 

outlining additional factors i 28  

Challenges to delivering an effective Midlife MOT 

Ultimately, the success of a Midlife MOT will depend on efficient engagement with users; whether they take time to 

think about and prepare for their next career phase or retirement from the perspective of their career, finances, and 

health. Understanding the barriers that make engaging with midlife decision-making difficult can help providers to 

develop efficient Midlife MOT interventions. 

Leaning on a prominent theory in the area of behaviour change (the COM-B model) 29, as well as retirement planning-

specific evidence from the Money and Pension Service30, the table below outlines some of the key barriers to 

planning for late life transition.  BIT have considered whether these barriers relate to a person's capability (e.g. their 

knowledge and skills), opportunity (e.g. their immediate environment, schedule, support and resources), or motivation 

(e.g. their perceptions, beliefs, emotions, and desires). By understanding these barriers, organisations can develop 

targeted mitigations and promote greater employee engagement and participation in midlife planning.  

Capability Opportunity Motivation 

Midlife decisions are complex. 

People are quickly 

overwhelmed by the different 

career and savings options when 

they engage with midlife 

planning.31  

Employees have a lack of 

experience and skill related to 

many of the decisions 

associated with planning for 

midlife career, financial and 

health transitions.32  

Employees lack key skills. E.g. 

financial , health , or IT literacy, 

and strategies needed for 

A perceived lack of time to engage with midlife 

planning. In particular due to family demands. 34 

A lack of financial resources to invest in midlife 

transitions. E.g. insufficient income to increase 

their pension contributions, pay for any courses 

necessary to upskill, or pay for facilities required 

to change health related habits. 35 

Decisions involve multiple people in a 

household, leading to friction. 36 37 For example, 

married couples often actively decide to 

coordinate their retirement dates.38 Assessments 

and suggestions based on individual 

circumstances might therefore not be suitable. 

Lack of support and enabling-facilities. This can 

Procrastination, perceptions of risks and delayed 

benefits. Individuals procrastinate on complex 

decisions.40 They tend to prioritise their immediate 

financial and career needs rather than needs for 

retirement,41 and consider the benefits associated 

with career changes (e.g. higher salary, new 

challenges) as less salient than risks and potential 

losses (e.g. the struggle of training, the risk of not 

finding a new role).  

Low confidence in ability to do midlife planning, or to 

talk to managers about career transitions. 42 Only 21% 

of people in midlife feel they can talk openly with their 

manager about adjusting to their current role.43  

Regret aversion, and false perception about finances 

and health. People are concerned about their state 
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upskilling. This limits how well 

people can engage with 

retirement planning. 33 

be outside or inside an organisation. For 

example, some people lack access to health 

facilities such as gyms, or struggle to upskill or 

progress due to team structures within a given 

firm. 39 

of financial preparedness and the state of their 

health, so avoid disappointing or discomforting 

information - 44 45 Plus, 

individuals believe they will have more money at 

their disposal in the future, so assume they will be 

okay without retirement planning. 46 

Key features of Midlife MOTs 

The specific activities and content of the MOT will have an impact on its efficacy at shifting midlife planning 

behaviours. Therefore, the content of Midlife MOTs varies greatly depending on the provider, organisation, audience, 

delivery mode, and the specific theme of work, wealth and health, with no standardised format or criteria. 47 48 

Nonetheless, a few key features are usually found across different initiatives. These are: 

● Participant self-assessment and diagnosis. This involves an initial diagnostic phase where employees 

complete a self-assessment focusing on assessing where they are in relation to either their finances, health, 

 

● Education and information provision. Across different MOTs, education came in many forms: e.g. targeted 

seminars, workshops, information pamphlets, support documents, educational platforms and digital tools. 

Sessions were delivered across a variety of formats, including online, in-person, or hybrid, and across one 

session, multiple sessions, or via self-guided learning sessions. The content of educational material also 

varied, including lessons on career upskilling, digital and IT literacy interventions, pension planning, will and 

testament training, and awareness campaigns for health conditions (including menopause awareness 

campaigns and mental health awareness campaigns). 49  

● Tailored recommendations and feedback. Across Midlife MOTs, some efforts are made to tailor the 

recommendations to the individual. Examples of tailoring includes: (i) segmenting the audience based on 

pre-screening questions about work, health, and financial context, (ii) considering self-employed people, (iii) 

offering bespoke, one-on-

and concerns (e.g. Aviva)50 or (iv) offering a consistent session, but then tailoring the resources participants 

receive afterwards (e.g. Mercer).51  

● Social support and the train-the-trainer model. Social interaction and social support is key during MOTs. 

-the-

champions are taught how to provide support to their colleagues (e.g. mental health first aiders and 

52  Plus, initiatives often involve group activities that bring people together with 

their peers. MOT recipients often experience peer-to-peer social support during sessions and are comforted 

53  Lastly, some providers enable support through networks 

e.g. virtual forums on health, bespoke networks for a specific theme, or multiple employers forming a wide 

network to support delivery of training. 54 
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● Service provision. Many MOTs offer a service that will directly support and enable employees. This could 

include access to Employee Assistance Programmes, external health and fitness providers, health/fitness 

-ups or supportive apps (sometimes developed in-house).55 

56 57  

● Signposting to useful resources. Many MOT schemes involve sharing useful resources to enable people to 

prepare for later life. In practice, this looks like providing simple links and pointers about changing pension 

arrangements or to resources for mental health support.58 

● Action planning. MOTs often include an action planning stage at the end, where participants clearly identify 

areas that they would like to focus on to help them achieve the goals that they came up with during the MOT. 

● Embedding MOTs into existing practices. employers embed MOT features into existing line management 

systems to support the development of employees59 

However, it is important to stress that there is no set model for MOTs, and that each organisation should develop their 

MOT programme to suit their target users. 

Examples of existing Midlife MOTs 

The following table outlines the delivery format and programme content across a selection of Midlife MOTs that 

currently exist, to give a flavour of the spectrum of different initiatives providers use to support individuals at midlife. 

It is not an exhaustive list and mainly focuses on examples that covers all three pillars. There are also various 

mentionable offers which cover only one of the three pillars, for example the NHS offers Health Checks for adults 

aged 40 to 74, and mid-life skills review offered by the TUC.  

Example Description of the Midlife MOT content and process. 

Phoenix 

Group 

Digital self-assessment and workshops. More detailed information on the Phoenix Group pilot, and 

its evaluation, is provided in the next section. 

Aviva Seminar, one-to-one support, and peer-to-peer interaction. Aimed at employees, 3 group seminars (1.5 

hours) were delivered by in-house experts and with support from the National Careers Service. 

Participants could access further one-to-one support from a financial advisor if requested.  

 

Free Digital self-assessment. A free Midlife MOT app for the general public aged 45 and above, where 

users can take stock of their current circumstances in relation to wealth, work, and wellbeing. 60 

Legal and 

General 

Face-to-face workshops for employees. Four separate workshops were delivered face-to-face, in 

groups and pairs. Each workshop constituted four seminars on financial wellness, pension savings, health 
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and wellbeing and careers and skills.  

Free educational course with Open University: This online course targets those between the age of 40 

and 60.61 The programme consists of 5 sessions covering: (1)Understanding current financial situation, 

(2)Planning future financial circumstances and challenges,(3)Planning retirement: pension plans, lifestyle 

and personal aspirations, etc., (4)Assessing current and future work, and (5)Understanding general health 

and wellbeing (physical and mental). 

Money and 

Pensions 

Services 

(MaPS) 

One-to-one support and information provision: Open to the general public, TPAS (now part of MaPS) 

provided one-to-one 45-minute to 1-hour telephone or online consultations for 21 participants who had 

volunteered for support. This was followed up by a summary document providing additional information 

and signposting to various organisations/websites. The consultations were focussed on pensions and 

either money, work, family or health.  

Free digital self-assessment of personal financial circumstances: MaPS launched a free Money Midlife 

MOT digital tool that helps people, particularly those aged 45-65, to assess their current finances and plan 

for the future. 62 

Mercer Interactive digital platform: Open to employees, Mercer worked with seven businesses to develop and 

trial the design of an interactive digital platform to guide people through a series of pathways relating to 

their skills, career and ambitions, health and finances - the Mercer Pathway. This online digital platform 

was trialled with 39 participants. 

DWP MOT 

Pilots 

Digital resources and information:  

A digital Midlife MOT website that provides trusted services, tools and charity resources to help people 

start thinking about and planning their work, health, and finances.63 Information is categorised under each 

of the three pillars, including two assessments for health and finances offered by NHS and MaPS 

respectively. 

Digital and face-to-face programmes: 

The DWP is piloting online Midlife MOT programmes, as well as continuing initiatives through a national 

network of job centres, particularly targeting over 40s and 50s to plan their finances, health, and careers.64 

The DWP is also trialling face-to-face MOTs in 3 areas: the North East of England, Cornwall & Devon, and 

East Anglia. These localised Midlife MOT pilots will be offered to employees via employers,65 with the aim 

of helping the DWP understand: (1) The actions participants take as a result of the MOT, (2) the needs of 

participants, particularly those at risk of long-term unemployment, and (3) the effectiveness of local 

delivery channels in facilitating later life planning and how they can complement other services offered 

by MaPS, the National Careers Service (NCS) and Public Health England (PHE).  

 

The diverse range of features present in existing Midlife MOTs highlights the positive efforts made by organisations 

to tailor their support to the unique needs of employees at midlife.  
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Background of the pilot 

The Phoenix Group Midlife MOT pilot aimed to empower its colleagues to make better informed and more balanced 

decisions with respect to work, wealth and wellbeing. The pilot, with a sample of 324 colleagues aged 40+ in the UK, 

was run from Mid-October to mid-December 2022. BIT conducted in-depth qualitative research to evaluate the 

process, including a collaborative workshop with key stakeholders of the pilot, and 18 interviews with pilot 

participants and sponsors. This section outlines the key findings from the research. 

 

 

Impact of the programme 

The MOT was highly appreciated by participants. Participants in the Midlife MOT pilot viewed their experience 

positively, expressing satisfaction with the information, resources, and support received during the programme. Most 

participants especially highlighted the value of the workshops, rating their interactive nature as being particularly 

beneficial in helping them think about their retirement. One participant mentioned that the MOT helped him feel 

 

 

Senior Management, Human Resources 

The key features of the Phoenix Group MOT pilot are:  

1. A digital self-assessment tool: UK colleagues aged 40+ in the pilot group were offered access to 

a digital tool that helped them assess their personal circumstances in relation to the three focus 

areas of Work, Wealth, and Wellbeing. Participants received a personalised report based on their 

responses, highlighting areas they need to focus on and recommended tips, resources, and 

support available to them.  

2. Educative and peer-learning workshops: Colleagues who were within 10 years of retirement 

were invited to in-person or online workshops. These consisted of 4 sessions, focussed on helping 

participants understand their current personal circumstances, their goals and aspirations for later 

life, and actions needed to achieve these goals. The workshops were also designed to encourage 

personal reflection and actions in between sessions, as well as aimed at facilitating planning and 

follow through of action plans after completing the pilot. 
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more reassured and confident in his decisions and plans, reinforcing that he was on-track to meet his goals, and more 

positive about retirement.  

- particularly towards the importance of wealth, work, and 

particularly in prompting them to be more holistic in their planning. Instead of thinking of retirement just in terms of 

finances, participants realised they needed to reflect more expansively  such as factoring in the strength of their 

social networks and relationships, or their health and wellbeing. One participant mentioned that her top learning 

from the MOT was -

  Meanwhile, another participant realised she needed to start prioritising her health 

and wellbeing more. 

 

Some participants made direct behavioural changes as a result of the MOT. These included financial, health and 

work decisions. For example, one participant transferred her bonus directly into her pension fund after going through 

the MOT, while another worked with her partner to create plans for different circumstances, such as whether they 

would receive an inheritance from their parents or not. One participant utilised his private health coverage provided 

by Phoenix Group to address an ongoing health issue for the first time, while another booked to attend university 

open days. However, many participants found engaging with specific actions difficult  often because of a lack of 

accountability to their plans, being too busy at work, or feeling like they were still too far from retirement to need to 

take immediate action. Participants also highlighted the need for more content or focus on specific areas such as 

financial advice, real-life case studies of retirement, and existing company resources. 

 

Based on the findings of this report, it is clear that ongoing engagement through multiple channels is required to 

ensure MOT users follow through their action plan. In September 2023 Phoenix Group has expanded the offering 

of the digital assessment tool to the majority of colleagues in the UK, regardless of age. Workshops will continue to 

be available to colleagues who are looking to transit to later life within the next 10 years to support them in making 

 

 

early-50s  
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concrete action plans. There will also be internal briefing sessions to inform line managers of the new initiative and 

how they could support colleagues to implement their action plan.  

wealth, wellbeing and work in general. Phoenix Group will consider integrating them into proposition design and 

customer engagement to improve outcome. Phoenix Group currently provides innovative financial planning support 

tools like Money Mindset, which enables users to see all their money in one place, helping them build healthy habits 

that could support their short and long-term financial goals; and Homebuyer Hub, a smart, data-driven way of helping 

users on their journey to buy their first home. 

Further research may be beneficial to understand what engagement methods or support are most effective. As one 

of the early adopters of the new intervention, Phoenix is making the learnings public to promote and encourage the 

adoption of Midlife MOTs among employers, as well as to support workplace clients who are interested in offering 

age groups, and will seek to co-create a new name with more relevant and positive connotations with colleagues.  

  

https://www.standardlife.co.uk/employer/financial-wellbeing/money-mindset
https://www.standardlife.co.uk/employer/financial-wellbeing/money-mindset
https://www.standardlife.co.uk/employer/financial-wellbeing/homebuyer-hub
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Increasing the impact of the next generation of Midlife MOTs 

MOTs that have been piloted so far have all shown success in changing people's attitudes to retirement and 

intentions to prepare. However, we still know too little about the direct impact that Midlife MOTs have on behaviour 

change e.g. whether individuals take specific actions as a result of participating in Midlife MOTs. This section 

proposes a few solutions informed by behavioural science that aim to foster, enable and encourage employees to 

take tangible action towards their health, wealth, and work related goals. 

There are three broad target action areas that are key to improving outcomes for the MOT: 

1. Signing up for the MOT 

2. Engaging with the MOT process (e.g. self-assessment, workshops) 

3. Following through with MOT-related actions 

that: in order to encourage a behaviour, interventions have to be Easy, Attractive, Social and Timely.66 

Some examples of how future MOTs could be designed using these principles, include: 

● Make it Easy: Make retirement planning feel easy by emphasising the small amount of time that many MOT 

related behaviours take. In practice, this could include an MOT action checklist that highlights the amount of 

time / clicks it takes to complete common tasks such as changing a default pension contribution. Actions 

easy to access by ensuring that key MOT-

related conversations are included in line management meetings by default. 

● Make it Attractive: Provide direct incentives for engagement with the Midlife MOT process (e.g. employers 

could offer the chance to win extra days of annual leave, free lunch, etc). Also frame the MOT in an attractive 

way in communications - for example by highlighting the immediate (and long term) benefit of participating 

in an MOT (e.g. this can be through making individuals consider their future self). Thoughts should also be 

also little meaning to international audiences, e.g. those who work for a UK company. 

● Make it Social: Provide testimonials from relatable and respected messengers about the benefits of the 

MOT, make MOT sign-ups more visible by publicising how many people have signed up for the MOT 

process, and develop a buddy scheme to boost attendance and engagement throughout.  

● Make it Timely: Send prompts and reminders to encourage attendance and engagement with follow up 

actions - consider the best timing of these (e.g. around the new year or, for employers, the objective-setting 

up regular dedicated slots for participants to follow up and/or scheduling Q&A sessions or introducing 

 or before annual bonuses are paid. Other MOT providers 
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could also consider promoting their MOT offer together with relevant campaigns, such as Pension 

Awareness week. 

Overall, the Midlife MOT process and retirement planning should be as easy, attractive, social and timely as possible 

to prompt behavioural change. These examples above can be used to inspire further ideation. 
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Lessons and recommendations for other stakeholders 

Midlife MOTs might 

become more important and will also need to evolve to adopt to future needs. Based on the learning from this 

learning evaluation process, here are some recommendations for wider stakeholders - employers, providers, and 

policymakers who would like to take this forward.  

Recommendations for employers and future MOT providers  

● Introduce and pilot elements of the Midlife MOT as part of employee support package: There is clear 

evidence that MOTs improve employee awareness and knowledge about planning for their work, wealth and 

wellbeing and job satisfaction in general, which can lead to improved emotional relationship with employees 

and retention rate. Given the benefits, employers should consider offering at least some aspects of Midlife 

MOT to their employees. As a start, it could be reviewing their existing employee support package to include 

some elements of an MOT, for example digital assessment or workshops. Employers can also consider co-

designing the MOT programme with their employees to tailor it to company-specific needs to ensure it is 

effective and engaging. See the Midlife MOT Development Checklist in the next section. 

• Promote opportunities for employees to change behaviour, supported by access to services and 

experts within the MOT: It is increasingly clear that to make the most of Midlife MOT programmes, it is key 

to closely work with, involve and enable access to specialists on later work life transitions (e.g. financial 

advisors, career counsellors and health and wellbeing professionals), to ensure the Midlife MOT programmes 

are comprehensive, attractive and tailored to individual needs. To support employees in taking actions on 

insights from the MOT, employers should embed service provision into the MOT process, e.g. by including 

access to mentoring and coaching, health programmes, and financial advice or guidance in the MOT. 

Embedding the right incentives - for example offering small rewards or harnessing social influence - can 

further improve engagement and follow through their plans. They should also encourage repeated use of 

the MOT at appropriate timing, e.g. before annual bonus are paid, to help employees make more informed 

decisions. 

• Iterate, evaluate, and publish: Rather than seeing MOTs as a static one-off project, employers should 

approach it as a live, ongoing initiative, designed for ongoing evaluation, collecting robust insights on what 

works to support their priorities as an employer, to enable iterative improvements on the programme over 

time. Evaluation approaches can be diverse, for example quantitative insights (e.g. exploring the number of 

people who have changed their pension contributions), qualitative insights (e.g. furth

perceptions about the MOT process and the barriers to midlife decision making), impact evaluations (e.g. has 

this had an impact on retirement age?), and process evaluations (e.g. what went well during the delivery of 

the MOT?) will all be valuable to further refining the MOT process. Moreover, organisations should 

transparently publish findings from ongoing evaluations.  



 

Developing and delivering Midlife MOTs: evidence and insights 

September 2023 | Classification: Public 

 

Recommendations for Government on Midlife MOTs:  

● Widen the provision and coverage of Midlife MOTs: As suggested by the findings, taking self-assessment 

alone will not guarantee behavioural changes or improved retirement outcomes. The DWP should 

encourage the provision of a complete MOT programme through multiple channels, including partnership 

with employers and provider organisations. Potential options include:  

○ Monitor usage and seek to make iterative improvements to the newly launched Midlife MOT 

website.  

○ Encourage companies, potentially through working with trade bodies, to promote and use Midlife 

MOTs, and where appropriate signpost to the DWP website. Sharing of best practices should also 

be encouraged. 

○ Offer incentives, for example a specific off-the-shelf/open source MOT to employers, to support 

smaller organisations with financial constraints to offer an MOT at a lower cost. 

○  Improve and expand the DWP in-person Midlife MOT services. Social interaction and social support 

is key during MOTs, thus ensuring public access to free and reliable in-person engagement beyond 

JobCenter Plus will be important. For example it could be more integrated with the guidance service 

that MaPS currently offers to provide a more holistic view. DWP could also work with charities or 

non-profit organisations to provide assessable and suitable support.  

○ Considering the provision of MOTs from non-government organisations and the private sector 

might become more common, the government and relevant regulators should review existing 

regulations and legislations to ensure confidentiality, privacy and quality of MOTs.  

● Develop a holistic plan for MOTs: The Government should develop a clear roadmap for the future of MOTs. 

There needs to be greater integration of the government support related to the three pillars, as they will likely 

be provided across different departments. For example, work related support could be expanded beyond 

Jobcentre Plus to cover career and skills review . At the same time, there is 

currently no clear rationale for the three focus areas. More evidence is needed to see whether other areas 

should also be covered. Consideration could also be given to what extent a similar approach can be more 

readily embraced for other major life transitions, such as school-to-work transition or parental leave.  

● Share research and evaluation findings: There is currently an absence of evidence on the effectiveness 

and medium to long-term impact of Midlife MOT behaviours. Longitudinal research should be 

financial, career and health choices, as well as overall well-being, 

productivity, work satisfaction and retention.  and  process and 

implementation should be made public, especially the face-to-face MOT trials with through employers with 

employees

in JobCentre Plus and the digital MOT. Findings shared publicly will also demonstrate the effectiveness of 

the intervention, and encourage offering of MOTs. 
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How can my organisation develop a Midlife MOT? A checklist for practitioners. 

As practitioners consider the implementation of Midlife MOTs within their organisations, it is a good time to reflect 

on a series of pertinent questions that must be considered when developing an MOT programme. This provides a 

framework for practitioners to assess the feasibility and design of their programme.  

Some examples of how future MOTs could be designed using these principles, include: 

● Make it Easy: Make retirement planning feel easy by emphasising the small amount of time that many MOT 

related behaviours take. In practice, this could include an MOT action checklist that highlights the amount of 

time / clicks it takes to complete common tasks such as changing a default pension contribution. Actions 

easy to access by ensuring that key MOT-

related conversations are included in line management meetings by default. 

● Make it Attractive: Provide direct incentives for engagement with the Midlife MOT process (e.g. employers 

could offer the chance to win extra days of annual leave, free lunch, etc). Also frame the MOT in an attractive 

way in communications - for example by highlighting the immediate (and long term) benefit of participating 

in an MOT (e.g. this can be through making individuals consider their future self). Thoughts should also be 

also little meaning to international audiences, e.g. those who work for a UK company. 

● Make it Social: Provide testimonials from relatable and respected messengers about the benefits of the 

MOT, make MOT sign-ups more visible by publicising how many people have signed up for the MOT 

process, and develop a buddy scheme to boost attendance and engagement throughout.  

 

● Make it Timely: Send prompts and reminders to encourage attendance and engagement with follow up 

actions - consider the best timing of these (e.g. around the new year or, for employers, the objective-setting 

up regular dedicated slots for participants to follow up and/or scheduling Q&A sessions or introducing 

 or before annual bonuses are paid. Other MOT providers 

could also consider promoting their MOT offer together with relevant campaigns, such as Pension 

Awareness week. 

Overall, the Midlife MOT process and retirement planning should be as easy, attractive, social and timely as possible 

to prompt behavioural change. These examples above can be used to inspire further ideation. 
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Lessons and recommendations for other stakeholders 

Midlife MOTs might 

become more important and will also need to evolve to adopt to future needs. Based on the learning from this 

learning evaluation process, here are some recommendations for wider stakeholders - employers, providers, and 

policymakers who would like to take this forward.  

Recommendations for employers and future MOT providers  

● Introduce and pilot elements of the Midlife MOT as part of employee support package: There is clear 

evidence that MOTs improve employee awareness and knowledge about planning for their work, wealth and 

wellbeing and job satisfaction in general, which can lead to improved emotional relationship with employees 

and retention rate. Given the benefits, employers should consider offering at least some aspects of Midlife 

MOT to their employees. As a start, it could be reviewing their existing employee support package to include 

some elements of an MOT, for example digital assessment or workshops. Employers can also consider co-

designing the MOT programme with their employees to tailor it to company-specific needs to ensure it is 

effective and engaging. See the Midlife MOT Development Checklist in the next section. 

• Promote opportunities for employees to change behaviour, supported by access to services and 

experts within the MOT: It is increasingly clear that to make the most of Midlife MOT programmes, it is key 

to closely work with, involve and enable access to specialists on later work life transitions (e.g. financial 

advisors, career counsellors and health and wellbeing professionals), to ensure the Midlife MOT programmes 

are comprehensive, attractive and tailored to individual needs. To support employees in taking actions on 

insights from the MOT, employers should embed service provision into the MOT process, e.g. by including 

access to mentoring and coaching, health programmes, and professional pension advice in the MOT. 

Embedding the right incentives - for example offering small rewards or harnessing social influence - can 

further improve engagement and follow through their plans. They should also encourage repeated use of 

the MOT at appropriate timing, e.g. before annual bonus are paid, to help employees make more informed 

decisions. 

• Iterate, evaluate, and publish: Rather than seeing the MOT as a static one-off project, employers should 

approach it as a live, ongoing initiative, designed for ongoing evaluation, collecting robust insights on what 

works to support their priorities as an employer, to enable iterative improvements on the programme over 

time. Evaluation approaches can be diverse, for example quantitative insights (e.g. exploring the number of 

people who have changed their pension contributions), qualitative insights (e.g. fu

perceptions about the MOT process and the barriers to midlife decision making), impact evaluations (e.g. has 

this had an impact on retirement age?), and process evaluations (e.g. what went well during the delivery of 

the MOT?) will all be valuable to further refining the MOT process. Moreover, organisations should 

transparently publish findings from ongoing evaluations.  
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Recommendations for Government on Midlife MOTs:  

● Widen the provision and coverage of Midlife MOTs: As suggested by the findings, taking self-assessment 

alone will not guarantee behavioural changes or improved retirement outcomes. The DWP should 

encourage the provision of a complete MOT programme through multiple channels, including partnership 

with employers and provider organisations. Potential options include:  

○ Monitor usage and seek to make iterative improvements to the newly launched Midlife MOT 

website.  

○ Encourage companies, potentially through working with trade bodies, to promote and use Midlife 

MOTs, and where appropriate signpost to the DWP website. Sharing of best practices should also 

be encouraged. 

○ Offer incentives, for example a specific off-the-shelf/open source MOTs to employers, to support 

smaller organisations with financial constraints to offer an MOT at a lower cost. 

○  Improve and expand the DWP in-person Midlife MOT services. Social interaction and social support 

is key during MOTs, thus ensuring public access to free and reliable in-person engagement beyond 

JobCenter Plus will be important. For example it could be more integrated with the guidance service 

that MaPS currently offers to provide a more holistic view. DWP could also work with charities or 

non-profit organisations to provide assessable and suitable support.  

○ Considering the provision of MOTs from non-government organisations and the private sector 

might become more common, the government and relevant regulators should review existing 

regulations and legislations to ensure confidentiality, privacy and quality of MOTs.  

● Develop a holistic plan for MOTs: The Government should develop a clear roadmap for the future of MOTs. 

There needs to be greater integration of the government support related to the three pillars, as they will likely 

be provided across different departments. For example, work related support could be expanded beyond 

Jobcentre Plus to cover career and skills review . At the same time, there is 

currently no clear rationale for the three focus areas. More evidence is needed to see whether other areas 

should also be covered. Consideration could also be given to what extent a similar approach can be more 

readily embraced for other major life transitions, such as school-to-work transition or parental leave.  

● Share research and evaluation findings: There is currently an absence of evidence on the effectiveness 

and medium to long-term impact of Midlife MOT behaviours. Longitudinal research should be 

financial, career and health choices, as well as overall well-being, 

productivity, work satisfaction and retention.  and  process and 

implementation should be made public, especially the face-to-face MOT trials with through employers with 

employees

in JobCentre Plus and the digital MOT. Findings shared publicly will also demonstrate the effectiveness of 

the intervention, and encourage offering of MOTs. 
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How can my organisation develop a Midlife MOT? A checklist for practitioners. 

As practitioners consider the implementation of Midlife MOTs within their organisations, it is a good time to reflect 

on a series of pertinent questions that must be considered when developing an MOT programme. This provides a 

framework for practitioners to assess the feasibility and design of their programme.  

MOT Practitioners Checklist 

1. What are the specific goals and objectives we hope to achieve by implementing Midlife MOTs in our  

organisation? 

Consider what outcomes you want to see for your users. For example, you might aim for your employees to engage 

with specific MOT-related behaviours (e.g. retirement savings vs flexible work), or you might want to prioritise employee 

satisfaction. This would shape what you centre your MOT around, and the extent to which you personalise the content 

of the MOT. (see key questions 3, 5, & 8). 

☐ 

Consider what outcomes you want to see for your organisation. For example, you might be aiming to improve 

employee perceptions of your organisation, or to increase retention of skilled staff or increase recruitment of skilled 

talent. Design your MOT with these in mind - for example, building these key outcomes into evaluation processes. 

☐  

2. How should we design and deliver the Midlife MOT programme? 

Consider the different options available for delivery. For example you may want to, (1) develop a new tailored 

initiative from scratch in-house by engaging closely with this toolkit to ideate around particular features and content to 

prioritise, (2) commission an agency to develop the program, or (3) take an off-the-shelf MOT from existing external 

providers (private or public).  

☐  

3. Which departments or teams within our organisation should be involved in the planning and implementation 

of the Midlife MOT programme? 

Consider who should be involved. Is there a specific team/role that is best placed to own and handle certain elements 

of an MOT? For example, can HR play a role? Can line managers deliver MOT elements? Can communications and 

marketing teams help? Can any data and analytics teams be involved in evaluation? Are legal and compliance teams 

needed to support with data advice? Securing buy-in from key (senior) stakeholders is crucial. 

☐  

Consider co-designing the MOT with your employees to reach certain goals. This process could involve conducting 

surveys, interviews, and focus groups to explore what employees would want from an MOT prior to designing it, or 

actively involving employees in the design process, iterating across multiple touchpoints for feedback. 

☐  

4. What resources - including budget, time, and personnel - do we need to allocate for the successful 

implementation and maintenance of the Midlife MOT programme? 
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Consider the impact that your budget has on delivering, and the return on investment in terms of benefits for 

your organisation. Budget is likely to be a key factor when deciding what to include in your MOT offer, however, it is 

important to consider the potential return on investment that could be achieved through investing more in your MOT. 

For example, there could be benefits for employee retention, recruitment, talent management, and employee 

wellbeing. 

☐  

Consider the continued resources that will be needed to support employees with follow-up actions (e.g. follow up 

development meetings with line managers or follow up sessions with experts). It is important to ensure that sufficient 

time and resources are budgeted into the MOT for follow up support. 

☐  

5. How can we tailor the Midlife MOT programme to meet the diverse needs and aspirations of our employees at 

different stages of their midlife journey? 

Consider co-designing the MOT with your employees to reach certain goals. See key question 3. ☐  

Consider how our MOT can be tailored to support key sub-groups of employees. This could be focussed in groups 

(e.g. part-time, self-employed), or for people at different life stages (e.g. returning from parental leave). 

☐  

6. How can we ensure confidentiality and privacy of the personal information shared during the Midlife MOT 

process? 

Consider privacy concerns across a spectrum of MOT contexts. For example, it is important to consider specific 

privacy concerns that might arrive during the online self-assessment process, during workshops or seminars, and during 

line manager meetings. Some specific consideration include: (1) collection and storage of personal data must be robust 

data to safeguard the information shared by individuals (e.g. secure data storage systems, employing encryption 

techniques, and restricting access, informed consent), (2) guidelines and protocols to prevent accidental disclosure of 

confidential information (e.g. training staff on privacy practices, implementing secure communication channels), and 

(3) data sharing and third-party involvement needs to be carefully managed. 

☐  

7. What format should the Midlife MOT programme take? What features should exist? 

Consider the format for delivering different aspects of the Midlife MOT: For example the MOT could include (1) 

self-assessment (e.g. participants self-reporting via surveys and online portals, (2) individual coaching or mentoring (e.g. 

providing one-on-one coaching or mentoring sessions with trained professionals or experienced mentors), (3) 

workshops and training programs (e.g. interactive sessions), (4) online or digital platforms to provide flexibility and 

accessibility during the MOT delivery (e.g. with online courses, webinars, or interactive modules), (5) internal resource 

hubs or knowledge centres for a centralised repository of information and support for midlife employees, (6) hybrid 

approaches by combining multiple formats to deliver Midlife MOTs, (7) external partnerships with specialised 

knowledge and expertise, and (8) MOT follow-up support from line managers. 

☐  
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8. What should the content of the Midlife MOT programme include? 

Consider education, services, and support across the pillars of health, wealth, and work. For example, by category, 

this could include: 

 

Health: This module could involve consideration of (1) physical health (focusing on promoting physical well-being and 

healthy lifestyles, preventive health screenings, managing chronic conditions, and maintaining an active lifestyle),  (2) 

mental health (addressing mental well-being, stress management, resilience), (3) work-life balance (exploring strategies 

for manage competing priorities, set boundaries, and foster self-care to avoid burnout), (4) transitions and coping to 

helps individuals navigate midlife transitions, such as empty nesting, caring for ageing parents, or career changes 

☐ 

Wealth: This module could involve: (1) financial planning (offering support on financial literacy, budgeting, debt 

management, retirement planning, and investment strategies), (2) pensions and retirement planning (covering topics 

related to pensions, retirement options, and financial considerations), and (3) estate planning and legacy (exploring 

estate planning, wills, trusts, and strategies for leaving a meaningful legacy). 

☐ 

Work: This module could involve consideration of: (1) career development (focusing on midlife career planning, skill 

development, and professional growth), (2) upskilling and reskilling (providing information on emerging trends, 

technological advancements, and the changing job market), (3) networking and mentoring (emphasising the 

importance of building professional networks and seeking mentoring relationships), and (4) entrepreneurship and 

second careers (exploring entrepreneurial opportunities, starting a business, or pursuing a second career in midlife). 

☐ 

9. How can we effectively communicate the benefits of Midlife MOTs to our target users and encourage their 

participation (e.g. mandating? incentives?) 

Consider the format for promoting your Midlife MOT: Initial promotion and advertising for the MOT could be done 

through the line management system, communications and modelling from senior leaders, all-company 

communications, or targeted communications. 

☐ 

Consider making engagement with the MOT process feel easy, attractive, social and timely. Some examples are 

 of this report. 

☐ 

10. How can we measure the success and impact of the Midlife MOT program? What metrics or indicators 

should we use to evaluate its outcomes? 

Consider different options for evaluation: This includes (1) Qualitative evaluation via interviews, focus groups, 

surveys, to explore participants' experiences, perceptions, and outcomes related to the Midlife MOT program, 

capturing nuances and individual perspectives, (2) Process and implementation evaluation to assess how well the 

Midlife MOT programme was implemented, including adherence to programme protocols, engagement strategies, and 

the delivery of intended components, and (3) Quantitative evaluations via surveys or RCTs in business contexts. 

Quantitative evaluations provide objective data on participant outcomes, such as changes in knowledge, skills, attitudes, 

☐ 
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or behaviours, allowing organisations to draw broader conclusions about programme effectiveness, including the cost-

effectiveness and return on investment of the Midlife MOT programme. 

11. How can we integrate the findings and recommendations from Midlife MOTs into our existing employee 

development, wellness, and work-life balance initiatives? 

Consider what existing initiatives and structures exist at your organisation. For example, could the process be 

blended with the line management or end-of-year review system? 

☐ 

12. How can we continue to encourage and support ongoing, long-term behaviour change for retirement 

planning? 

Consider what services, initiatives, and support could be offered to employees in the long-term. For example, this 

could be ongoing support and reminders from line-managers, recurring seminars or sessions for participants, or 

motivation progress boards. We have provided some approaches in the  of this report.  

☐ 

 

These checklist prompts can be used as a practical guide for developing a Midlife MOT that fits your organisation 

and your user needs. 
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Conclusion 

Midlife MOTs are increasingly being developed by both  employers, providers and  governments, both in the UK and 

internationally. Whilst there is evidence that these are appreciated by end users, there is still some way to go to ensure 

that they are designed to encourage effective behavioural change. This report aims to provide a valuable resource 

for practitioners, offering insights, best practices, and practical recommendations for developing and implementing 

effective MOT programs.  

By implementing an evidence-based approach that integrates the insights of behavioural sciences, the MOT process 

can be elevated to new heights. Ultimately, improving the MOT process not only benefits individuals in their midlife 

transition (by providing them with the tools and support they need) but also benefits businesses and governments by 

fostering a more engaged and productive workforce, reducing skills gaps, and facilitating economic growth.  
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