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As winner of this category, Cisco demonstrated the implementation of a sickness absence
management scheme that reduced the high number of staff on long-term sick leave and
tackled the underlying causes of ill-health. 

With a high-performing culture and long working hours, Cisco was affected by high
stress levels, sleep problems, the high cost of absenteeism and presenteeism. 
As part of its wider employee benefits strategy, the sickness absence management scheme
took a comprehensive approach and encompassed occupational health, the employee
assistance programme (EAP), manager training and online health assessments. 

The scheme was designed to be, and has successfully been, rolled out in other countries;
Cisco has implemented the scheme in Ireland, with different currency and legislation.
Implementation of the strategy involved intense project management because the
organisation had just three months in which to complete the project. 

Cisco gave its employees the opportunity to discuss concerns with providers at benefits
fairs, and used targeted communications to ensure people understood the breadth of the
benefits on offer. 

Communications included the creation of Ben, a character who communicated with
employees instead of HR. The benefits fair proved successful, with 99% of respondents
saying they were interested in attending future workshops. 

As a result of the strategy, Cisco has seen a reduction of 40% in the number of people
taking long-term sick leave (13 to 26 weeks’ absence) in the first year since its launch, from
about 50 to 30 a year. The judges praised the company for its considered approach to
sickness absence in such an aggressive timeline. They also noted the success of the Ben
character that was brought in to engage staff and bring the strategy to life.

WINNER
Cisco, i-Benefit@Cisco entered by 
Thomsons Online Benefits

RUNNERS UP
Browne Jacobson, Approach to
Wellbeing
This strategy aims to reduce unnecessary sickness
and avoid presenteeism. A weekly review by the
legal firm’s operational HR team examines each
case individually. The strategy is supported by
benefits such as PMI, sick pay, an employee
assistance programme and flexible working.

Carlsberg UK, Your Carlsberg
entered by Buck Consultants
A key part of this strategy addresses the issue of
back strain in this brewing and distribution firm. A
questionnaire identified musculoskeletal problems
for workers in its depots, and their causes. The firm
has seen the cost of musculoskeletal absence fall to
£829,000 a year, a fall of £271,000 from 2007.

East Sussex County Council,
Attendance Management with FirstCare
Day One Absence Management
entered by FirstCare
This council introduced a new strategy to reduce
absence, boost productivity and adopt a proactive
approach to staff wellbeing. Absence has reduced
by 14% since 2005, and its sick pay bill has fallen
by £1.8 million. In 2010, 6.9 working days were
lost per employee, compared with 9.5 in 2002.

Fasset, New Absence Policy
This facilities management firm brought in a
managing stress policy and promoted health and
wellbeing benefits. It saw the cost of absence drop
in 2010 to £51,790 from £82,345 in 2009.

University of Lincoln, AMS Project
The strategy included a new system to replace
paper reporting, and an interactive wellbeing site. It
saw a reduction in average days of absence from
8.29 in 2009 to 6.54 in 2010.

MOST EFFECTIVE SICKNESS ABSENCE
MANAGEMENT STRATEGY

Sponsored by National Friendly
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The Institution of Civil Engineers Group dealt with the closure of its final salary pension
scheme in a fair and responsible way, while taking into account employees’ negative
reactions to the changes. Generous employer-funded contributions were offered for
members to sweeten the pill for defined benefit (DB) members moving into the
organisation’s group personal pension (GPP).                                                                                                                                                                      

After discussions with trustees, the consultation period on the changes was extended and
concessions were made, including the retention of a link to final pensionable salary earnings;
an enhanced transfer-in rate for any money from an existing DC pension (0.40%); and
better final pensionable salary earnings for DB members. The annual management charge
on the GPP was reduced to 0.75% from 1%. This entrant agreed to pay the difference
(0.25%) in fees; which would part fund the advice and education to employees.

A range of communication techniques were used including presentations, workshops and
meetings. In addition, committees, workshops, focus groups and ‘internal communication
champions’ were used to communicate the changes to staff. Employees also had access to a
website where they could access pension calculations and values. 

The judges were particularly impressed by the fantastic results, which showed that 80%
of members, for the first time in their lives, were fully aware of what their retirement income
would be. Almost 75% of employees are now in the pension scheme, representing an
increase of more than 60%. One judge said that the way in which this entrant handled such
major changes to its pension provision was not only ‘fair and responsible’ but also throughly
inclusive of employees’ views and feedback. 

WINNER
Institution of Civil Engineers 
entered by Secondsight

RUNNERS UP
Capital One entered by Secondsight
After introducing auto-enrolment and auto-
increases, this entrant went one step further and
increased employer-funded contributions by 1% or
2%. It took a fun approach to communicating the
contribution increase to staff, using a character
called Pensions Pete.

Ernst and Young, Ernst and Young
Retirement Benefits Plan
The firm has an impressive communication strategy
and its approach to helping staff manage their
investment stood out. Its investment fund platform
sees contributions directed to fund managers using
‘straight through processing’ technology.

Northern Rock, Your Money, Your
Future – Getting started in the new
Northern Rock 2011 Pension Scheme
By replacing its final salary offering with a money
purchase scheme, Northern Rock aligned its
pension provision with the needs of the business
returning to the private sector. It ensured staff
understood the impact of moving from DB to DC.

Oracle, mypension@oracle entered by
Secondsight
Oracle staff can use flex to increase contributions
and direct parts of their bonus or commission into
the pension, and 50% of employer NI savings
through salary sacrifice go into the scheme.

Pret A Manger, Pret’s Group Pension
entered by Bluefin
Pret A Manager launched its first employer-funded
pension scheme in the height of the recession.
Imaginative communications and employee
involvement included informal sessions, and potato
characters were a key part of the scheme’s brand.

MOST EFFECTIVE PENSIONS STRATEGY 

Sponsored by HSBC Workplace Retirement Services
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This entrant’s UK car strategy is closely aligned with its business needs to provide transport
for almost 1,300 drivers, as well as its corporate social responsibility goals to reduce
greenhouse gas emissions. Almost all the fleet is classified as job need and drivers often
need to make long weekly or daily commutes to project sites around the country. 

After discovering that transportation accounted for 90% of its carbon emissions in 2009,
Interserve Project Services set a reduction target of 2.5% a year. To meet this group target,
however, company car drivers are expected to reduce their emissions by 5%.

A number of steps were taken to help drivers do this, including video-conferencing and
tele-conferencing to reduce car journeys; LPG and electric vehicles trialled and adopted in
some parts of the business; and vehicle tracking and driver training on fuel efficiency. 

All drivers have fuel cards, whether they receive private fuel benefit or repay the cost of
fuel they use for private mileage. Transaction information from the fuel card company gave
Interserve complete data on fuel volume and costs incurred by each driver.

This data was enough to calculate each driver’s emissions and cost per tonne of CO2, but
it did not include detailed mileage information. Mileage reports were collected from
disclaimed drivers electronically, but there was no way of combining this with fuel card data.
This was solved when Interserve introduced TMC’s mileage audit system, which combined
mileage and fuel data to provide a wealth of information relating to costs, fuel consumption,
travel patterns, tax liabilities and CO2 emissions.

A carbon reporting system was also developed to monitor emissions from the fleet
continuously using an online dashboard. Each driver is also given quarterly individual
emissions reports so they can monitor their progress. 

As a result of its fleet strategy, Interserve’s transport emissions fell by 8.9%, from 12.8
tonnes of CO2 per £1 million of turnover in 2008 to 11.66 tonnes in 2009. This greatly
exceeded the targeted reduction in carbon intensity of 2.5%.

WINNER
Interserve Project Services, Fleet Carbon Reduction
Scheme entered by The Miles Consultancy

RUNNERS UP
Bombardier Transportation UK,
Bombardier Preference Salary Sacrifice 4
Cars entered by PricewaterhouseCoopers
Bombardier had decided to stop offering company
cars from April 2010, intending that once the lease
on company cars came to an end, employees would
only be offered the cash alternative. But the board
was shown how the UK tax system made it more
cost-efficient to offer green vehicles and how
savings could be generated through salary sacrifice. 

Cable and Wireless Worldwide,
iDrive
This entrant managed to improve its fleet provision
at no extra cost to the business through a salary
sacrifice car scheme, provided by Zenith Provecta.
All employer national insurance and VAT savings
were redirected into the scheme to reduce the cost
of cars for employees. 

CSC Computer Sciences, My Car
Choices entered by Lex Autolease
A survey found employees wanted more vehicle
choice, reduced personal tax bills and more
environmentally friendly vehicle options. Designed
with Lex Autolease, the scheme used 14 car
manufacturers instead of two, while also achieving
tax efficiency and environmental effectiveness.

Freshfields Bruckhaus Deringer,
Green Cars in Benefits Plus entered by
Aon Hewitt
A green car scheme introduced by the law firm in
2009 gave staff access to sustainable discounts,
and attractive financial rates. The benefit, provided
by Tusker, is available to all staff. In June 2010,
Freshfields increased the range of vehicles available
and saw take-up continue to rise. This wider choice
was launched as part of its 2010 Benefits Plus.

MOST EFFECTIVE TRAVEL STRATEGY FOR
BUSINESS AND PERK CAR DRIVERS

Sponsored by LeasePlan
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Cisco was the outright winner in this category because of its input from top leadership, the
speed at which the new package was delivered to staff, its focus on aligning its employee
profile and business brand, and the impressive savings worth more than £1 million.

This entrant’s focus on flexible benefits came straight from the top and the judges
recognised the real sense of ownership from the technology firm’s senior staff. When Charlie
Johnston joined as HR director, an employee engagement survey had found that one-third of
staff did not understand benefits or where to find information. He tackled the problem
head-on, with the objectives of improving the efficiency of benefits provision, engaging
employees, maximising value to employees by offering choice and innovation, and delivering
savings of about £800,000 that could be used to improve the benefits on offer.

The new strategy followed a number of avenues in just three months, including: the
pensions administration went paperless; implementation was designed to support other
currencies and countries (Cisco has 67,000 staff globally); online portals were aligned with
its high-tech culture; and salary sacrifice was introduced to generate national insurance (NI)
savings, which the firm put back into the benefits budget. 

Cisco has also focused on its employee profile, including technology additions for its tech-
savvy staff. Because IT employees can be very pragmatic and a little cynical, it delivered the
new scheme in clear, appropriate language to ensure staff understood the full breadth of the
package. Its communication was very successful, because 94% of staff logged in during the
selection period and over one-third of the workforce made an active benefit selection during
the December 2010 window, compared to previous levels of below 10%.

In its entry, Cisco admitted that its most ambitious objective was to deliver savings worth
£800,000. Yearly, the firm has saved: £510,000 using pensions salary sacrifice; £500,000 in
long-term sickness absence costs; £270,000 on broking; plus substantial savings in its HR
workload. It far surpassed its goals, calculating savings of £1.3 million in its first year.

WINNER
Cisco, i-Benefit@Cisco entered by Thomson Online Benefits

RUNNERS UP
BNP Paribas, Spectrum entered by
Towers Watson
Significant cost savings from its new flex scheme
allowed this entrant to reinvest in its wider benefits,
enhancing its maternity and paternity pay,
increasing its holiday provision, and focusing on
health and wellbeing initiatives in 2011.

Boehringer-Ingelheim entered by
Edenred
After the pharmaceutical firm relaunched its
scheme, 99% of staff logged into the portal, take-
up of the pension scheme rose to over 80%, and
take-up of critical illness cover almost trebled.

Lloyds Banking Group, Flex2011
When Lloyds TSB and HBOS merged in 2009, they
had two flex schemes. The harmonised flex scheme,
available to 113,000 staff, resulted in some
changes, but also garnered a rise in take-up rates. 

Punch Taverns, The Benefits Bar
entered by Vebnet
Using the distinctive theme of a Benefits Bar to
reinforce its identity as a pub group, Punch has
seen a big improvement in employee engagement
and awareness of what benefits are available.

Three, Just Rewards entered by Bluefin
The evolution of Three’s online flex portal included
a two-step process for joining the pension plan, a
net pay calculator, two online videos on investment
and tax issues, and a pension transfer service.

Vinci Construction UK, Options
entered by Personal Group
Vinci used three employee consultation committees
to shape the options in its new flex scheme. During
the scheme’s first enrolment period, 80% of staff
logged into Options and made benefits choices.

MOST EFFECTIVE USE OF A FLEXIBLE 
BENEFITS PLAN

Sponsored by Mercer 
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The judges were impressed by this charity organisation’s belief that, if at first you don’t
succeed, try, try again. When Cancer Research UK’s previous voluntary benefits scheme
suffered from very low take-up levels, a lack of promotion and a sign-up process that
seemed to discourage staff from using it, the reward team didn’t just give up. In the summer
of 2010, a pilot scheme for a new platform was run and proved so successful that it was
extended across the workforce in December.

The diversity of the new scheme was aligned with the organisation’s diverse workforce, a
demographic that includes award-winning scientists and retail staff earning the minimum
wage. Communication had to be tailored to target 3,500 employees across a corporate head
office, charity shops, fundraising centres and research institutions. This segmented approach
paid off, with the scientific community embracing the online shopping aspect and
discounted gift vouchers proving popular with retail staff.

The aim of the scheme was to offer real value, at minimal cost, to all employees and to
develop a healthy work-life balance. The pilot launch came a few months after the
introduction of a new pay and grading system and just weeks after the annual salary review,
so it was an ideal opportunity for the reward team to focus on what was important to staff.

Being a charity, Cancer Research UK was also able to leverage its relationships with its
providers to its fundraising focus. For instance, its bikes-for-work provider Halfords has made
Cancer Research UK its corporate charity and is expected to raise more than £500,000 in
2011, while voluntary benefits provider Asperity Employee Benefits took part in a street
collection that raised more than £1,500 in February, and its health cash plan provider,
Benenden Healthcare, is donating £5 for every employee who joins the scheme.

More than one-third of the workforce has registered for the new scheme, savings in the
first six weeks topped £10,000, an average of 25 new users are signing up each week, and
charitable donations of more than £10,000 are expected in 2011.

WINNER
Cancer Research UK, CR-UK Rewards

HIGHLY COMMENDED
Zurich, Zurich OfferZ
This entrant launched its voluntary benefits scheme
in June 2010 to add to an already popular flexible
benefits scheme (91% take up) and catering to the
diverse needs of its employees. The insurance firm
filled the scheme with national and local offers.

RUNNERS UP
BSkyB, Sky Benefits Extra entered by
Asperity Employee Benefits
This entrant aligned its voluntary benefits with its
business offerings by including free access to Sky
products and services in the package, achieving a
95% log-in rate when the scheme was launched. 

DB Schenker, DB Schenker Family
Rewards entered by Asperity Employee
Benefits
DB Schenker’s previous scheme only managed a
50% take-up over three years. The new scheme first
targeted staff with a paper-based communication,
was continually updated, and used SMS texts to
reach the less computer-literate staff.

McDonald’s Restaurants,
Employee Discounts
This entrant focused on making a standard
voluntary benefits scheme stand out to staff.
Communications included flyers, welcome emails
on registration, details on the intranet, desktop
wallpaper on staff computers, and presentations.

Nationwide Building Society,
Fruitful Youchoose 2011 Salary Sacrifice
Scheme
This entrant’s voluntary benefits dates back to 1998
and it moved online in 2005. The judges praised a
good long-term scheme that has grown from four
perks offered 13 years ago to 24 today.

MOST EFFECTIVE USE OF A VOLUNTARY
BENEFITS PLAN
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