
I’m on PAYE [freelancer 
contracts], but my 
contract lengths haven’t 
been longer than 3 
months so my employer 
hasn’t paid into one  
when I am working.

Money Matters respondent

Companies offer a 
pension after 3 months 
of employment. I however 
never have a contract at 
a company that is that 
long therefore I never 
meet the criteria.

Money Matters respondent

Figure 12 
Reasons for not having a private pension, or not making current contributions to one 
(by employment status)

Base: freelancers with no pension provision (1,085); permanent staff with no pension provision (82).
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30%

68%

Don't know

Will rely on partner's income or pension

Not thought about it

Do not trust pension providers

Prefer other ways of saving for retirement

Would like a pension but don't know how to get one

Employer doesn't offer a pension scheme

Too late to start a pension

Have been unemployed

Can't afford to pay into a pension

Freelancers

Permanent staff

Reasons for not making  
pension contributions

By far the most common reason for not 
paying into a pension was not being able 
to afford it. As shown in Figure 12, 68% of 
freelancers with no pension provision and 
59% of permanent staff with no pension 
provision said they did not have a pension 
because they could not afford to pay  
into one.

Relatedly, around a third of both freelancers 
and permanent staff without a pension  
(30% and 33% respectively) said that  
recent unemployment is a reason why  
they have not been paying into a pension.

There were some notable differences 
between the reasons given by freelancers 
and permanent staff for not having a  
pension, including:

•	 11% of freelancers without a pension said 
that that their employer does not offer 

a pension (this increases to 16% among 
those freelancers who are on PAYE) and 
compares with 2% of permanent staff; and

•	 9% of freelancers without a pension said 
they would like a pension but don’t know 
how to get one (the comparable figure 
is 10% among PAYE freelancers and 2% 
among permanent staff).

These reasons link back to the previous 
section and the possibility of a common 
misunderstanding over whether and how 
pensions auto enrolment applies to PAYE 
freelancers. This is illustrated by the two 
quotes overleaf.

Filtering the same data to only include 
respondents aged 50 or older – i.e. an age 
group nearing retirement – allows us to 
compare to wider national benchmarks. 
As shown in Figure 13, among film, TV, 
and cinema workers aged 50+ the issue of 
affordability was particularly acute compared 
to the wider UK adult population aged 50+.
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Figure 15 
Looking to the future, which of the following best describes how you expect your income during 
retirement to be? (Among respondents aged 54-64)

Base: Film, TV and cinema workers aged 54-64 excluding Don’t Know responses (352); UK adults aged 54-64 excluding Don’t Know responses (1,958) 

*Source for UK adults data: DWP (2024) Attitudes and Awareness Before State Pension Age

** A combination of ‘Less than enough to meet your needs’ and ‘Substantially less than enough to meet your needs - at risk of severe financial  
hardship’ responses.

23%

60%

17%

65%**

30%

5%

Less than enough to meet needs

Just about enough to meet needs

More than enough to meet needs
Film, TV and cinema workers aged 54-64

UK adults aged 54-64*

Figure 13 
Reasons for not having a private pension, or not making current contributions to one 
(among those aged 50+)

Base: Film, TV and cinema workers aged 50+ with no private pension (449); UK adults aged 50+ with no private pension (831) 

*Source for UK adults data: Financial Conduct Authority’s Financial Lives Survey 2024

**The response option ‘have been unemployed’ was not included in the FCA’s Financial Lives Survey.
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33%
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33%
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3%
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23%

25%

65%

Don't know

Not thought about it

Will rely on partner's income or pension

Would like a pension but don't know how to get one

Do not trust pension providers

Employer doesn't offer a pension scheme

Prefer other ways of saving for retirement

Too late to start a pension

Have been unemployed

Can't afford to pay into a pension

Film, TV and cinema workers aged
50+ with no private pension

UK adults aged 50+ with no
private pension*

Figure 14 
Looking to the future, which of the following best describes how you expect your 
income during retirement to be?

Base: all respondents (2,085) 

Note: responses of ‘don’t know’ are not displayed, therefore responses do not sum to 100%.

28% 35% 22% 4%

Substantially less than enough to meet 
your needs - at risk of severe financial 
hardship

Less than enough 
to meet your 
needs

Just about enough 
to meet your 
needs

More than enough 
to meet your 
needs

28% 35% 22% 4%

Substantially less than enough to meet 
your needs - at risk of severe financial 
hardship

Less than enough 
to meet your 
needs

Just about enough 
to meet your 
needs

More than enough 
to meet your 
needs
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Expecting to have less than enough to meet financial 
needs in retirement was highest among:

•	 Freelancers (65% compared to 53% among 
permanent staff).

•	 Women (66% compared to 59% among men).

•	 Respondents with a disability or long-term health 
condition (72% compared to 60% among those 
without a disability or health condition).

•	 Neurodivergent respondents (70% compared to 
60% among neurotypical respondents).

•	 Respondents from working-class socioeconomic 
backgrounds (68% compared to 61% among those  
from intermediate/professional socioeconomic 
backgrounds).

•	 Respondents with caring responsibilities (68% 
among those caring for dependent adults and 67% 

among those caring for children, compared to 61% 
among those without any caring responsibilities).

Looking at the same data and filtering it to only 
include respondents who are closest to reaching 
retirement age again allows us to compare against 
wider national benchmarks. As shown in Figure 15,  
65% of film, TV, and cinema workers aged 54-64 
expected to have less than enough to meet their 
needs in retirement – almost three times the 
comparable figure among the wider UK adult 
population aged 54-64 (23%).

The proportion of respondents aged 54-64 expecting 
to have less than enough to meet their needs in 
retirement is particularly concerning as these 
individuals will have less time to build up pension 
savings and benefit from compounding of investment 
value compared to younger age groups.

Expectations for retirement income

Respondents were asked to consider  
whether the income they anticipate receiving 
in retirement would, in their judgement, be 
adequate to meet their needs. The definition 
of what constitutes a sufficient income was 
left to individual interpretation.

As shown in Figure 14, almost two thirds 
(63%) of respondents expected to have 
less than enough to meet their needs in 
retirement. This includes 28% who expect to 
have substantially less than enough to meet 
their needs in retirement and to be at risk of 
severe financial hardship.



Figure 16 
Thoughts about – and actions towards – leaving the industry due to concerns about financial wellbeing

Base: all respondents (2,085)

Base: all who considered leaving the industry (1,548) 
‘*’ indicates “firm actions” towards leaving the industry

74%26%
YesNo

3%

16%*

22%*

24%*

45%*

46%

71%

73%

None of the above

Discussed leaving the industry with
recruitment agent

Had interviews for jobs outside of the
industry

Taken a job outside of the industry

Applied for jobs outside of the industry

Researched training courses to help
transition out of the industry

Looked for jobs outside of the industry

Discussed it with family, friends,
colleagues

At any point in the past 12 months have you 
thought about leaving the industry due to 
concerns about your financial wellbeing?

[If yes]: Did you act on those thoughts about leaving the 
industry in any of the following ways?

5
. 

L
E

A
V

IN
G

 T
H

E
 I
N

D
U

S
T

R
Y

 D
U

E
 T

O
 

F
IN

A
N

C
IA

L
 W

E
L

L
B

E
IN

G
 C

O
N

C
E

R
N

S

22 23

In this final chapter we look at the potential impacts of financial worries and 
lack of financial resilience on workers’ intentions to remain in the industry.

CHAPTER SUMMARY

•	 Almost three quarters (74%) of Money Matters 2 respondents had considered 
leaving the industry over the past 12 months due to concerns about their  
financial wellbeing.

•	 43% of all respondents had taken ‘firm actions’ towards leaving the industry.

Almost three quarters (74%) of respondents 
had considered leaving the industry over 
the past 12 months due to concerns about 
their financial wellbeing. This proportion was 
higher among freelancers (78%) compared 
to permanent staff (56%).

A follow-up question was asked to 
understand what steps, if any, respondents 
had taken to act on those thoughts about 
leaving the industry. As shown in Figure 16  
we have identified a number of actions 
which could be considered ‘firm actions’ 
towards leaving the industry. We define 
‘firm actions’ as applying or interviewing 
for non‑industry roles, discussing exit plans 
with a recruiter, or taking a job outside  
the industry.25

Over half (58%) of those who had  
given thought to leaving the industry  
had undertaken at least one of these  
‘firm’ actions – equating to 43% of  
all respondents.

Taking action towards leaving the industry  
due to concerns about financial wellbeing 
was highest among:

•	 Freelancers (46% of all freelancers,  
compared to 26% of all permanent staff).

•	 Women (46% compared to 40%  
among men).

•	 Respondents with a disability or 
long-term health condition (49% 
compared to 41% among those without  
a disability or health condition).

•	 Respondents from working-class 
socioeconomic backgrounds  
(48% compared to 41% among 
those from intermediate/professional 
socioeconomic backgrounds).

25 It should be acknowledged that when work in the industry is scarce, people may take jobs outside the industry not as a plan to definitively leave the 
industry, but as a stopgap before re-entering the industry at a later date.
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CONCLUSION
The findings from our latest Money Matters survey 
show that too many members of the industry’s workforce 
are suffering from a two-fold financial burden.

The first issue is one of immediate financial 
precarity due to a shortage of work, unpredictable 
earnings, and eroded savings. The second 
component is longer-term and relates to the 
accumulation of risk for later life due to pension 
savings being sporadic, repeatedly deferred,  
or simply not made at all.

Our Looking Glass research helps us understand 
the lived experience behind these findings. The 

impacts of financial strains do not sit in isolation; 
they sit alongside poorer ratings of mental health 
among the workforce, heightened loneliness,  
and many workers taking steps toward leaving  
the industry.

Because the problems highlighted in this report 
are both near- and long-term, so too should be  
the response.

Meeting acute need, but also finding ways to help people out of need
In terms of the Charity’s role, we will continue to meet acute need through our Stop-Gap Grants 
and targeted advice – including debt and budgeting guidance, benefits and entitlements 
checks, and practical support for those navigating erratic pay cycles. But we also recognise 
that our role is to help people out of need. To do that we must work with stakeholders across 
the industry and beyond to advocate for solutions which help alleviate at source the issues 
identified in this report, rather than just dealing with their symptoms.

Building an evidence base to support policy interventions
The research collaboration that emerged from our first Money Matters survey – Make 
Freelancing Pay – modelled scenarios from other countries to explore ways in which the UK’s 
tax and benefits system could be adjusted to better respond to the issue of precarity in the 
screen sector.26 Given that film and TV are priority areas for growth within the Government’s 
Creative Industries Sector Plan, which itself is a key component of the Government’s Industrial 
Strategy, there is an argument to be made that special-case tweaks to policy – learning from 
what has worked in other countries – are justified and proportionate. Using the new evidence 
gathered in our latest Money Matters research, we will explore furthering the Make Freelancing 
Pay work to better understand how policy changes could help alleviate the lack of financial 
resilience among the workforce identified in this report.

Raising awareness of existing pension schemes  
and resources available to freelancers
On pensions, it should not be the case that a career behind the scenes in film and TV comes 
at the cost of financial security in later life. We intend to play our role in convening industry 
stakeholders and others to identify potential solutions to the pension-related issues raised  
in this report. In the near-term, some good may be done by raising awareness of pension 
schemes that are tailored for freelance workers, as well as raising awareness of industry-specific 
resources – such as WorkWise for Screen – that are designed to help employers understand  
and navigate legal requirements which could, for example, help ensure that auto-enrolment  
is correctly and consistently applied for PAYE freelancers.

26 Eikhof, D.R. & Randolph, H. (2025) Make Freelancing Pay: Can we use taxes & benefits to boost competitiveness, and improve workforce diversity and retention in the 
UK screen sector?

25

https://filmtvcharity.org.uk/assets/documents/Reports/Make-Freelancing-Pay-full-report.pdf
https://filmtvcharity.org.uk/assets/documents/Reports/Make-Freelancing-Pay-full-report.pdf
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Advocating for the development of new,  
freelancer-specific hybrid pension products
At the same time, we note that recommendations in a recent report by Creative  
UK included the need to explore development of freelancer-specific hybrid pension 
products that could, for example, include auto-enrolment upon registration as 
self-employed with HMRC, alongside the option of adjustable contributions and  
tax relief provided through the product itself.27

27  Tarr, A. (2025) Forging Freelance Futures.

The combination of our Money Matters and 
Looking Glass research reminds us that 
when people feel insecure in their work and 
financial situations the effects can ripple, 
with people feeling increasingly lonely, 
experiencing poorer mental health, and 
increasingly looking to exit the industry. 

If we act on both, we can help people 
withstand near-term shocks, keep talented 
individuals in the industry, and ensure that 
a career behind the scenes in the industry 
ends in a dignified retirement rather than 
preventable hardship.

Thank you to everyone who took the time to participate in the Money Matters research. 
Your contribution is vitally important in allowing us to evidence issues in the industry  
that need to be improved.

Thanks also to Dr Hannah Randolph for your valuable support in reviewing the 
questionnaire and advising on new question areas to include.

Finally, we are grateful to the many industry partners and stakeholders, as well as 
members of the trade press, who helped disseminate and promote the survey to their 
contacts. Without this support we would not have achieved such a large response to  
the survey – thank you.

This report was authored by Mark Tweddle, Research and Insight Manager, with input 
from colleagues across the Film and TV Charity.

The report was designed by OC.
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No. of  
responses received

As percentage of 
the total responses 

received

Usual employment type

Freelance 1,732 83%

•	 Temporary contract (‘PAYE freelancer’) 446 21%

•	 Self-employed, sole trader 860 41%

•	 Ltd Co. with no other employees 408 20%

Permanent 342 16%

Sector

TV 1,324 64%

•	 Scripted 421 20%

•	 High-end drama (£1m+ per hour) 266 13%

•	 Lower budget drama (<£1m per hour) 155 7%

•	 Unscripted 853 41%

•	 Entertainment 105 5%

•	 Factual 434 21%

•	 Factual entertainment 251 12%

•	 News and current affairs 31 1%

•	 Sports and outside broadcast 32 2%

•	 Other (incl. broadcast engineering and corporate services) 50 2%

Film 292 14%

•	 Higher budget (>£30m) 81 4%

•	 Mid budget (£3m to £30m) 76 4%

•	 Low-to-micro budget and/or shorts 115 6%

Post-production 184 9%

Animation and VFX 117 6%

Cinema, exhibition, and film festivals 35 2%

Sales, distribution, marketing, PR 35 2%

Time in industry

Early career (up to 5 years) 309 15%

Mid-career (5-20 years) 888 43%

Later career (20+ years) 881 42%

Gross income from industry work over the past 12 months

<£20k 741 36%

£20k-£40k 560 27%

£40k-£60k 384 18%

>£60k 369 18%

Note: ‘prefer not to say’ responses are not shown, therefore the percentages in each category may not sum to 100%.

Table B1 
Number of survey responses, by professional characteristics
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The two tables in this appendix provide a breakdown of responses,  
first by professional characteristics, then by other demographic factors.

The research was conducted via an online 
survey carried out between 30 September 
and 28 October 2025. The survey was 
disseminated and promoted through the 
Film and TV Charity’s social media channels, 
industry trade press, and contact lists, as 
well as via our industry partners – including 
industry bodies, guilds, and community 
networks – to whom we are grateful for  
their support.

A total of 2,085 eligible responses were 
received – slightly higher than the 2,026 
recorded in the first Money Matters survey.

Survey respondents represented all parts of 
the industry and all types of people working 
within it, though in varying proportions. 
Compared to industry employment 
numbers, the profile of survey responses  
is broadly representative of the industry 
and consistent with the profile of responses 
received in previous iterations of  
the research.

A full breakdown of the survey sample 
by key demographics and professional 
characteristics is provided in Appendix B.

Unless otherwise stated, all differences 
between subgroups referred to in this  
report are statistically significant at the 
95% level of confidence.



No. of  
responses received

As percentage of 
the total responses 

received

Gender

Female 1,157 55%

Male 881 42%

Trans and non-binary 30 1%

Cisgender 2,020 97%

Age

16-29 229 11%

30-39 555 27%

40-49 556 27%

50-59 523 25%

60+ 207 10%

Ethnicity

Black and Global Majority 375 18%

•	 Asian or Asian British 84 4%

•	 Black, Black British, Caribbean, or African 96 5%

•	 Jewish 36 2%

•	 Middle Eastern 21 1%

•	 Mixed or Multiple ethnic groups 138 7%

White 1,618 78%

Sexuality / sexual orientation

LGBTQ+ 346 17%

Heterosexual 1,536 74%

Region

England - East Midlands 26 1%

England - East of England 53 3%

England - London 906 43%

England - North East 65 3%

England - North West 94 5%

England - South East 318 15%

England - South West 232 11%

England - West Midlands 68 3%

England - Yorkshire and the Humber 52 2%

Northern Ireland 23 1%

Scotland 131 6%

Wales 81 4%

Disability or long-term health condition (LTHC)

With disability or LTHC 524 25%

No disability or LTHC 1,561 75%

Neurodivergence

Neurodivergent 567 27%

Neurotypical 1,518 73%

Caring responsibilities

No caring responsibilities 1,258 60%

Caring for dependent adults 189 9%

Caring for dependent children 576 28%

•	 Caring for children with disabilities or special educational needs 128 6%

Socio-economic background

Working class 520 25%

Professional/intermediate 1,428 68%

Note: ‘prefer not to say’ responses are not shown, therefore the percentages in each category may not sum to 100%.

Table B2 
Number of survey responses, by demographics
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